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The objective of this study is analyzed the impact of organizational
culture, training, and leadership on the work performance of civil
workers in �inancial and development supervisory agency. This
research uses an associative approach with simple random sampling
technique which is measured by SEM using the Smart PLS 3.0
application. The population of this study was 330 civil workers in
Financial and Development Supervisory Agency (BPKP). The results
of the study shown that the Organizational Culture Variables did not
signi�icantly in�luence work Performance of the civil worker in
Financial and Development Supervisory Agency, but do not pass the
reliability test. Training Variables have a positive and signi�icant effect
on the work performance of the civil workers. Leadership variables
have a positive and signi�icant effect on the work performance of the
civil workers in Financial and Development Supervisory Agency.

INTRODUCTION
One of the objectives of the state and the
implementation of the ideals of the nation is
carried out by the state civil workers, so that
each civil workers needs to have integrity, is
professional, cannot be intervened in politics,
does not commit corruption, collusion and
nepotism, and is able to carry out service functions

public based on Pancasila and the 1945
constitution law. In order to be done properly,
it is necessary to support the existence of
professional, responsible, fair, honest, and
competent state civil apparatus human resources.

The main concern of state civil worker is to having
basic values, professional ethics, free from political

The Role of Organization Culture, Leadership and Training
Towards Improving Work Performance Country Civil
Worker: Case Study in Financial and Development

Supervisory Agency

Muhammad Ramaditya¹*, Amirul Wahid Prihantoro²
¹²Sekolah Tinggi Ilmu Ekonomi Indonesia, Rawamangun, Jakarta, 13320



- 116 -

International Journal of Business Studies Vol. 4 No. 2 (June 2020)

intervention, free from corrupt practices, collusion
and nepotism. To realize national goals, each state
civil apparatus has a duty to carry out certain
governmental, public service, and development
tasks. the task of the government is carried out
in the context of carrying out the general
functions of government which include
institutional empowerment, staf�ing, and
management. public service duties are carried
out by providing services on goods, services,
and administrative services provided. Whereas in
the context of carrying out certain development
tasks carried out through nation building as well
as through economic and social development
that aimed to improve the welfare and prosperity
of the whole community.

The Financial and Development Supervisory
Agency (BPKP) is having the vital roles to create
good governance to prevent and participate in
eradicating corruption in carrying out certain
construction tasks. BPKP's mission is to be the
world class Indonesian internal auditor to increase
accountability in �inancial management and
national development, so that all employees in the
BPKP environment are expected to have work
performance that implements BPKP values,
namely Professional, Integrity, User Orientation,
Conscience and Common Sense, Independent, and
Responsible. Some factors that can improve
employee performance in the BPKP environment
include Organizational Culture, Training, and
Leadership.

Organizational culture is a shared value system
in an organization that determines the level of
how employees carry out activities to achieve
organizational goals (Sutrisno, 2010).
Furthermore, it also de�ines as a value that guides
human resources to deal with external problems
and efforts to adjust integration in the
organization, so that each member of the
organization must be able to understand the
values that exist and how they should act and
behavior. Organizational culture refers to a system
of meaning sharing done by members of the
organization that distinguishes the organization
from other organizations (Robbins and Judge,

2012).

Organizational culture is a shared value system
in an organization that is a reference for how
employees carry out activities to achieve the
goals or ideals of the organization. organizational
culture within the institution and local
government can be recognized as an
organizational excellence in responding to the
challenges and changes that are realized in the
form of work culture. The Financial and
Development Supervisory Agency has noble
values which are also used as guidelines in
carrying out Organizational Culture, namely
PIONIR. In a narrow sense, PIONIR has a meaning
as an initiator, while in a broader meaning,
PIONIR is a formation of six values, namely
professional, integrity, service orientation,
Conscience and common sense, Independent, and
Responsible. The organizational culture values
possessed by BPKP can be de�ined as follows:

1. Professional is an attitude and action that
prioritizes service quality based on
harmonized knowledge, skills and ethics.

2. Integrity is quality, character, or condition that
shows unity in words and complete actions so
that they have the potential and ability to
radiate authority, honesty, consistency and
unwavering determination in upholding noble
values.

3. Orientation to Users is the desire to help or
serve other parties by knowing and meeting
the needs of users both internal and external.

4. Conscience and Common Sense is a
personality that is able to control emotions,
assess the strengths or weaknesses of oneself,
be independent, have good interpersonal
relationships, and be goal-oriented.

5. Independent. An action and attitude in
carrying out the work to not be in�luenced by
anyone and take sides with anyone.

6. Responsibility. responsible for every action
and task, both in terms of process and results.

Besides culture, another way to improve is by
given a good training. According to Dessler (2015),
training means giving new employees or old
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employees the skills they need to do their job.
Training is also the process of an employee to
reach a certain target criterion where those
criteria have been determined by the company and
will be used to achieve the company's main
objectives. Based on the Regulation of the Republic
of Indonesia, every civil worker has the same right
and opportunity to participate in Competency
Development by taking into account the results of
work performance appraisal and competency
assessment of the relevant civil workers. The right
and opportunity to participate in Competency
Development at least 20 hours of training in a year.
The development of civil workers competencies
can be done through the Education and Training
Track. Development of competencies in the form of
training is done classically and non-classical.
Classical training is carried out through face-to-
face learning in the classroom at least through
training, seminars, courses, upgrading, and
professional certi�ication training. Non-classical
training at least includes e-learning, guidance in
the workplace, distance training, internships, and
exchanges between employees.

In order to meet the competency development
needs for all employees of BPKP, one of the
activities organized by the Financial and
Development Supervisory Agency is in the form
of Substance Technical Training. Substantial
Technical Training is carried out for 5 working
days at the BPKP Ciawi Education and Training
Center, Bogor. In order to know the effect of
training on employee performance, it is necessary
to monitor the implementation of Substance
Technical Training which is followed by civil
workers within the Financial and Development
Supervisory Agency. Based on observations,
periodic monitoring has not been carried out by
the relevant work units. The evaluation that has
been carried out is only limited to the evaluation of
the training implementation. This training is
linked to a result for their performance. Good
work performance will increase the ef�iciency
and effectiveness of the organization in managing
existing resources in order to achieve the goals
set. Performance is shown by comparing the ratio
of input to output (Rahmayanti, 2014). On the

other hand, leadership also has a signi�icant role
in determining the direction and policies of the
organization and team. The lowest level leader
in the Financial and Development Supervisory
Agency is the head of the audit team. According
to Robins and Judge (2015) leadership is the
ability to in�luence a group to achieve the vision
or goals that have been set. Each leader will show
his leadership style through his words, attitudes
and behavior that will be felt by himself and
others. Leadership style is a characteristic of
every leader, it will be different from one leader
to another leader. Besides, study in corporate
social responsibility and leadership can hardly be
separated. Leader with supported with ethical
CSR is now an instrument for increased employee
engagement in company which cannot be
separated from the competitive perspective
(Ramaditya, 2019a). However, by having ethical
CSR on its leader mindset and programs, company
will create greater engagement for their
employees (Ramaditya, 2019a). One's leadership
can be assessed by observing and noting the
qualities and qualities of the behavior.
Organizations need leaders who have vision,
serve, credible, reliable and trustworthy, have
clear values as the basis of every action and
decision. Values are communicated through words
and actions, so that they can be seen and
understood clearly by the team and values become
the standard for shared behavior. Effective
leadership is the leader who can collaborate,
harmonize, build trust, good relationships, align
the team members self-con�idence and engage
the team (Ramaditya, 2019b).

Based on observations, the teams formed in each
work unit in the BPKP often change based on the
needs and the time period of the assignment. The
qualities and qualities of leadership carried out
by the team leader within the Financial and
Development Supervisory Agency lead to varied
team work performance. For team members who
are easy to adapt to the qualities and qualities or
qualities of the leadership of the designated team
leader, team performance can be maximized and
can complete the tasks. by its team members, the
performance will not be as expected, for example
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the audit report exceeds the speci�ied deadline
and the quality of the audit becomes substandard.

Study on employee on BPKP by Ramaditya &
Nazzario (2020) found that that organizational
culture, communication, and religiosity positive
effect is not signi�icant on work motivation and
employee engagement. Hence. work motivation is
not proven to mediate cultural, communication
and religiosity relationships towards employee
engagement (Ramaditya & Nazzario, 2020). Based
on the problem statement proposed in this
research, it can be concluded that the objectives of
this study are; (1) To analyze the impact of
Organizational Culture on civil workers
Performance in the Financial and Development
Supervisory Agency; (2) to analyze the impact of
the Training on civil workers performance in the
Financial and Development Supervisory Agency;
(4) to analyze the impact of leadership on civil
workers performance in the Financial and
Development Supervisory Agency.

LITERATURE REVIEW
Organization Culture
Culture is a set of meanings and shared values
that determine the general way of life and are
considered to be many cultures as much as the
sum of meanings and values (Hofstede & Minkov,
2010). Culture is an attitude, norms, values, and
ways of thinking that are learned by humans as
long and not passed down from one generation to
another (Browaeys, 2011). Organizational culture
is a value that is owned by an organization that
is felt and understood by all members of the
organization (Hutapea and Thoha, 2008).Based
on some of the theories, it can be concluded that
organizational culture is the values and norms
owned by the organization to be believed and
implemented jointly by members of the
organization in achieving organizational goals.
Organizational culture created by the founder of
a company or organization is formed through a
long process (Atoshoki, 2005). There are three
stages in forming a company's organizational
culture, such as:

1. Creating an organizational culture based on

background, basic assumptions, values,
beliefs, and ideologies shared by the founder
of the organization.

2. Recruitment and selection of members of the
organization in accordance with individual
values and beliefs held by the founder of the
organization.

3. Determine the general climate of behavior that
is acceptable and not by all members involved
in the organization by top management.

Every organization or company has a culture, but
not all organizations have a culture that is equally
strong in in�luencing the behavior and actions of
their employees (Robbins and Judge, 2012). An
organizational culture can have a level that is a
strong organizational culture and weak
organizational culture. A strong culture is
described as a culture that implements the
organization's core values in a strong and widely
accepted way among employees, has a greater
in�luence than a weak culture, whereas a weak
organizational culture (weak culture) as a culture
level where everyone has different values, there
are unclear goals and principles that underlie
every company decision. According to Robbins
(2012), the function of organizational culture is:

1. As a differentiator between the organization
and other similar organizations.

2. as an identity for members of the organization.
3. Grow and increase the commitment of

members of the organization.
4. As a means of unifying the organization and

forming the attitudes and behavior of
employees.

5. As a guide to employee attitudes and behavior.

Training
Training is an environmental container for
employees, where they acquire or learn attitudes,
abilities, expertise, knowledge, and speci�ic
behaviors related to work (Rachmawati, 2008).
Training also the process of systematically
changing employee behavior to achieve
organizational goals (Rivai and Sagala, 2011).
Training deals with the expertise and ability of
employees to carry out current work. According
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to Eko Widodo (2015), training is a series of
individual activities in systematically increasing
expertise and knowledge so as to be able to have
professional work performance in their �ields.
Training is a learning process that allows
employees to carry out work that is now in
accordance with standards. It can be concluded
that training is a series of activities aimed at
developing and improving skills, work
competencies, work productivity, performance,
and attitudes to be able to adapt and develop
competencies according to their position and type
of work.

Training is not only speci�ically for employees
who are just starting to work, but can be as a
reward for employees who achieve the best
performance and as an increase in competence
for employees who have work performance below
the speci�ied standards. According to Sutrisno
(2009), the training objectives are as follows:

1. Improve accuracy in human resource
planning.

2. Supporting personal growth.
3. Improving the quality of work.
4. Maintain health and safety.
5. Improve work morale
6. Increase work productivity.

Every education and training that will be held
must always pay attention to the extent to which
the pattern of education and training that is
organized can guarantee an effective learning
process. According to Eko Widodo (2015), the
types of training commonly carried out in
organizations include on the job training,
apprenticeships, off the job training, training in
a real similar place (vestibule training) and job
simulation.

Leadership
According to leadership is every effort of someone
who tries to in�luence the behavior of a person or
group, efforts to in�luence this behavior aim to
achieve individual goals, goals of friends, or
together with organizational goals that may be the
same or different (Sunyoto, 2013). Leadership

also as a science that comprehensively studies
how to direct, in�luence, and supervise others to
carry out tasks according to the planned
instructions (Fahmi, 2014).

Leadership is an effort made by every leader to
be able to realize individual and organizational
goals. According to Wijono Sutarto (2018), there
are four main variables of leadership, such as:

1. Characteristics of Leaders. Leader
characteristics are the personal characteristics
possessed by a leader in leading, directing,
assisting, encouraging, and protecting its
members in the organization.

2. Attitudes, needs, and personal characteristics
of the followers. The success of a leader in
leading a group or organization is inseparable
from the attitudes, needs, and personal
characteristics of his followers. When the
leader and his followers are responsible,
disciplined, have high commitment, it will
support the success of the leader.

3. The organization itself, such as the objectives,
structure, and tasks that it carries out the
organization should have goals, structure, and
tasks that will be formulated by the leader in
carrying out the main tasks and functions.
The task is used as a guide in carrying out
the duties of leaders and followers.

4. Social, economic and political environment.
The social, economic, and political
environment has in�luence in leaders to make
policies. At a time when the social, economic,
and political environment is conducive,
leaders can set organizational goals as
expected. Conversely, if it is less conducive, the
leader will strive to achieve ideal conditions
�irst before increasing performance or
expanding organizational goals.

Work Performance
Work performance is the result of work achieved
by someone based on job requirements Bangun
(2012). According to Mangkunegara (2013),
the factors that in�luence the achievement of
performance are ability factor as psychologically,
employees’ abilities consist of potential abilities
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and reality abilities and motivation factors is
formed from the attitude of an employee in dealing
with work situations. Work performance is
basically what employees do and don't do (Mathis
and Jackson, 2009). The work performance
indicators in this study are as follows:

1. Quantity of work provided
2. The quality of the work
3. Timeliness, in completing tasks
4. Presence
5. The ability to cooperate

Based on above described literature the following
hypotheses were proposed for this study as
follows:

The model in Figure 1. is a conceptual model
proposed in this study. The model illustrates the
effects of organizational culture, training and
leadership on work performance in government
agencies. Numerous studies about organizational
culture is formed to be able to shape and control
the behavior of organizations and organizational
members. Organizational culture that is in
accordance with the beliefs and behavior of
employees will be able to improve the
performance of individuals and organizations and
if the culture of the existing organization is not in
accordance with changes in the environment and
the behavior of employees, it will hamper the
performance of employees and organizations. In a
broader context, organizational culture is related
to aspects of individual behavior within the
organization. The result of research by Dewi
(2014) entitled Analysis of the Effect of Leadership
and organizational culture on work performance
with a reward system as a moderating variable

with the results of the study there is a positive
and simultaneous in�luence of leadership and
organizational culture on the performance of the
employees.

H1: Organization Culture have positively
In�luence towards work performance.

Training is one way to improve employee
performance. The training is expected to help
employees improve their knowledge, skills and
performance. So hopefully there is no competency
gap between employees. The in�luence of training
on performance was stated by Hasibuan (2010)
that employee development through training is
to improve the technical, theoretical, conceptual,
and moral abilities of employees so that they
perform well and achieve optimal results. The
research is supported by another study that found
training results, work discipline, and motivation
to in�luence employee performance (Eka, 2018).

H2: Training have positively in�luence towards
work performance.

Leadership provides a positive and signi�icant
impact on employee performance. The quality of a
leader is not determined by the size of the results
achieved, but is determined by the ability of
leaders. Achieve these results through the
mediation of others, namely through his
subordinates, as well as the in�luence emitted by
the leader on his subordinates. Leaders must be
able to move their subordinates to them. work
with enthusiasm to achieve good performance.
Enhancement. employee performance can be.
Leader. must be able to resolve the problems that
occur in the organization and be fair to employees,
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so that the performance in the company will
improve. This research was supported by another
study found factors that in�luence on Employee
Performance in the Regional Of�ice of the
Directorate General State Maluku. results obtained
leadership, motivation and work environment
have a positive and signi�icant impact on
performance (Potu et al., 2013).

H3: Leadership have positively in�luence towards
work performance.

RESEARCHMETHOD
According to Sugiyono (2015), the research
method is de�ined as a scienti�ic way to obtain
data with speci�ic purposes and uses. The data
obtained through the study is empirical data
(observed) which has certain criteria, namely
valid. Valid shows the degree of accuracy between
the data that actually occurs on the object with
data collected by researchers. To get data that is
directly valid in research is often dif�icult,
therefore data that has been collected before its
validity is known can be tested through reliability
and objectivity testing. Generally, if the data is
reliable and objective, there is a tendency for the
data to be valid. Valid data must be reliable and
objective. Reliability regarding the degree of
consistency of the data in a certain time interval.
Objectivity with regard to interpersonal
agreement.

The research strategy used in this study based
on the form of problem formulation is associative
problem formulation. The formulation of
associative problems is the formulation of
research problems that are asking the
relationship between two or more variables
(Sugiyono, 2015). The form of the relationship
used in this study is a causal relationship. In this
study the independent variables (variables that
affect) and dependent variables (variables that
are affected). In this study, researchers wanted
to know the relationship of Organizational Culture
(X1), Training (X2), and Leadership (X3). The
purpose of using an associative strategy is to be
able to provide an explanation of the relationship
of organizational culture, training, and leadership

to the work performance of the state civil
workers in the �inancial and development
supervisory agency.

Population is a generalization area that consists
of objects or subjects that have certain qualities
and characteristics that are determined by
research to be studied and then conclusions
drawn (Sugiyono, 2015). The population is not
only people, but also objects and other natural
objects. Population is also not just the amount
that exists on the object or subject studied, but
includes all the characteristics and properties
possessed by the subject or object. The population
in this study is the State Civil Apparatus at the
Central BPKP (Jakarta) which is a total of 1,695
employees.

The sampling technique used by researchers in
this study is to use probability sampling with
a simple random sampling technique. According
to Sugiyono (2015), simple random sampling is
a technique of taking sample members from
a population carried out randomly without regard
to strata that exist in that population. The method
is carried out if a member of the population is
considered homogeneous. Researchers used
probability sampling techniques with simple
random sampling techniques because in this study
the number of populations was known and each
element or member of the population had the
opportunity to be chosen. Exceptions are only
for State Civil Apparatuses who have less than 5
years of work and who have never been team
leaders. Thus, the sample of this study was 330
State Civil Apparatus within the Central Financial
and Development Supervisory Agency with an
error rate of 5%. The data collected, was analyzed
using SEM-PLS (Structural Equation Modeling-
Partial Least Square) technique in Smart PLS 3.0
software program.

RESULT AND DISCUSSION
Validity and Reliability
Based on gender, respondents in this study were
dominated by men, amounting to 230 people or
70%, while female respondents were 100 people
or 30%. This shows that the majority of the State
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Civil Apparatus in the Financial and Development
Supervisory Agency is male. This is due to the
main function of the Financial and Development
Supervisory Agency as Internal Government
Auditors who are more active in the �ield to
conduct audits on Government Agencies
throughout Indonesia. According to Ghozali
and Lathan (2015) convergent validity is related
to the principle that the gauges of a construct
should be highly correlated. The convergent
validity test of the re�lection indicator with the
SmartPLS 3.0 program can be seen from the
loading factor value for each construct indicator.
Loading factor is a coef�icient that explains the
level of relationship of indicators with latent
variables. In general, the higher the loading
factor the better the loading, and values below
0.30 are not interpreted. The rule of thumb used
to assess convergent validity is that the loading
factor value must be greater than 0.7 and the
average variance extracted (AVE) value must be
greater than 0.5. The convergent validity of the
measurement model with re�lexive indicators
can be seen from the correlation between item
or indicator scores and construct scores.

Individual indicators are considered reliable if
they have correlations above 0.70 but in the
development stage the loading scale from 0.50
to 0.60 is still acceptable and the AVE value
(Average Variance Extracted) is greater than 0.5. Based on table 1, it showed that the AVE value

of each variable is more than 0.5 and based on
table 2 the outer loading value of each indicator
of each variable is declared valid because it has a
value of more than 0.5 which means the overall
convergent validity has been ful�illed. Discriminant
validity is a re�lexive indicator that can be seen
cross loading and its construct or by comparing
the square root of the AVE (Average Variance
Extracted) for each construct of correlation
between constructs and other constructs in the
model. Discriminant validity if AVE of constructs
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is greater than the correlation between constructs
with other constructs that is> 0.5 in one variable.
From table 3, it showed that the discriminant
validity value of the Organizational Culture
construct is 0.724, then the Training construct is
0.747, then the Leadership construct is 0.750, and
the Performance construct is 0.746. Based on these
results, testing of discriminant validity as a whole
has been ful�illed because all constructs have
discriminant validity values of more than 0.5.

According to Ghozali and Latan (2015) to conduct
construct reliability testing in SmartPLS 3.0 can be
measured using two methods, namely cronbach
alpha and composite reliability of the indicator
block that measures the construct. The construct
is declared reliable if the value of Cronbach alpha
and composite reliability is more than 0.7.

Based on table 4, the reliability testing in this study
shows that the measurement variables used in this
study can be declared reliable, because it shows
Cronbach alpha and composite reliability ≥ 0.7.

Evaluation of Structural Model (Inner Model)
Based on Figure 2, the path coef�icient values of
each independent variable are as follows:The
value of the path coef�icient of organizational
culture on performance is 0.002. This means that
Organizational Culture has a positive effect on
the performance of the State Civil Apparatus in
the Financial and Development Supervisory

Agency. The value of the training coef�icient on
performance is 0.577, this means that the training
has a positive effect on the performance of the
State Civil Apparatus in the Financial and
Development Supervisory Agency. Leadership
path coef�icient value on Performance of 0.213,
this means that the leadership has a positive
effect on the performance of the state civil
apparatus in the �inancial and development
supervisory agency.

Hypothesis testing is done by looking at the
probability value and t-statistics. For probability
values, the P-value with an alpha of 5% is <0.05.
The t-table value for alpha 5% is 1.96. So the
hypothesis acceptance criteria is when t-statistics>
t-table. The results of data processing can be seen
in Figure 2.

Based on Figure 1, the Organizational Culture
variable has a regression coef�icient of 0.002. This
shows that there is a positive in�luence with t-
statistic which shows a signi�icant effect that is
0.666> 0.05 and P value 0.506> 0. So it can shown
that the variable Organizational Culture has a
positive and signi�icant effect on the Performance
of the State Civil Apparatus in the Financial and
Development Supervisory Agency. This shows that
the Organizational Culture values can support the
improvement of the Performance of the State Civil
Apparatus in the Financial and Development
Supervisory Agency.

Based on Figure 1, the Training variable has
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a regression coef�icient of 0.577. This shows that
there is a positive in�luence with the t-statistic
which shows a signi�icant effect that is 4,860>
0.05 and P value 0 = 0. So it can be seen that the
training variable has a positive and signi�icant
effect on the performance of the State Civil
Apparatus in the Financial and Development
Supervisory Agency . This shows that the training
organized by the Financial and Development
Supervisory Agency supports the improvement of
the Performance of the State Civil Apparatus in the
Financial and Development Supervisory Agency.

Based on Figure 1, the Leadership variable has a
regression coef�icient of 0.213. This shows that
there is a positive in�luence with t-statistic which
shows a signi�icant effect that is 4.126> 0.05 and
the value of P value 0 = 0. So it can be seen that the
Leadership variable has a positive and signi�icant
effect on the Performance of the State Civil
Apparatus in the Financial and Development
Supervisory Agency . This shows that the
leadership characteristics in the Financial and
Development Supervisory Agency affect the
improvement of the Performance of the State Civil
Apparatus in the Financial and Development
Supervisory Agency.

By age, the majority of respondents in this study
were 29 years and 28 years old, while the
respondents were at least 35 years and 26 years
old. This shows that the employee who was given
the task as the Team Leader already has the
maturity in making decisions. For employees who
are still too young not too much given trust, while
for employees who are already senior the majority
have served as supervisors / technical controllers
and structural of�icials.

Based on the length of work, most respondents in
this study have worked in the Financial and
Development Supervisory Agency for 8 to 9 years.
This shows that the longer employees work at the
Financial and Development Supervisory Agency,
the more experience and skills they have so that it
will produce optimal performance

CONCLUSION
Based on the research results described in the
previous chapter, the following conclusions can be
drawn that Organizational Culture has a positive
and signi�icant effect on Apparatus Performance
State Civil in Financial and Development
Supervisory Agency. Besides, training has a
positive and signi�icant effect on the Performance
of the State Civil Apparatus at the Financial and
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