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ABSTRACT

The purpose of this research is to examine and analyze the influence of organizational culture, work motivation
and organizational citizenship behavior (OCB) to employee performance. This research is conducted in
Pamekasan Regency Government. The samples of this research are 116 respondents. The sample technique
which used in this research is proportional stratified random sampling. This study employs questionnaire by a
large number of answers based on a 5-point likert scale to collect the needed data and information. The result
of this research reveals that the work motivation and organizational citizenship behavior (OCB) influence to
employee performance significantly. Nevertheless, organizational culture has not significant effect on
employee performance at Pamekasan Regency Government.

Keywords: organizational culture, work motivation, organizational citizenship behavior (OCB), employee
performance.

I. INTRODUCTION

Every organization, both private organizations and government organizations in general, considers that employee
is one of the important factors to support the success of all organizational activities. In this case, the organization
requires employee as the driver of all operational activities [1]. Organizations to achieve their goals must have
competent employees who can be used at the right time and the right place [2]. On the other hand, organizations need
to improve employee performance which is demonstrated through the work achieved by employees from work related
to organizational goals, efficiency and effectiveness [3].

Employee performance is shown through the work achieved by employees during a certain period of time in a
particular field of work [4]. Employee performance can also affect organizational performance [5], in order to create
a performance that is in line with what is expected by the organization, the leader must be able to create a work
environment that is conducive and sensitive to employee conditions, while to have a good performance the employee
must have expertise and skills that are appropriate for the work they have.

According to the report was said by The Minister of Administrative and Bureaucratic Reform (Kemenpan-RB) in
2018 related to the employee performance of government organization, there are around 1.35 million employee (30
percent) which has poor performance values, in carrying their daily duties, they were not follow the rules and tend to
not want to know (Koran Sindo, 2018) [6]. This has provided evidence that the issue of employee performance in
government organizations has become the main spotlight for the government which it is described as having a low
level of professionalism, capacity of the service did not optimal, lacking integrity as employee of government so that
they did not have emotional ties with their agencies and duties. The performance problem which has discussed,
according to [7] were caused by the application of a less optimal organizational culture. In their empirical study proved
that organizational culture has an effect on increasing employee performance.

organizational culture has defined as a shared value system that determines how employees carry out activities to
achieve the goals of an organization [4]. The same thing was also stated by [8], which describes as shared sense, and
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organizational culture must be taught to members including new members to have the same perceptions held by
members of the organization. Long-term consistency is needed to implement values and actions that are considered
important for the organization. Studies in the 1980s and thereafter, have proven that organizational culture has a
significant influence on performance, job satisfaction, morale, loyalty and employee involvement, turnover,
commitment, employee attitudes and motivation, and efforts to attract and retain talented employees (e.g; [9]; [10];
[11]; [12]; [13]). Until now, empirical studies related to the influence of organizational culture on employee
performance still exist to be studied by many experts (e.g; [14]; [15]; [16]).

Another factor that influence employee performance is work motivation [17] and [18]. According to Robbins [4]
to optimize employee performance is needed the motivation, motivation is defined as a process that explains the
intensity, direction, and perseverance of an individual in achieving a goal. From that definition, it can be seen that
motivation is an important part of the individual basis in doing something or achieving a certain goal. [19] documented
that someone who has high achievement motivation depends on the results of the work received to meet needs and
satisfaction, namely material and nonmaterial satisfaction. it means that if material and non-material received are more
satisfying, then the morale of employees' performance will increase, and the higher standard of desired needs, the
more someone who will work actively. [20] found that motivation has an important effect on employee performance.
The results of the same study were also found by [21], providing evidence that work motivation has a significant effect
on employee performance.

In other side, to improve employee performance in the organization. Employees are expected to have the ability
to work in teams including interpersonal skills. This skill can be demonstrated by employees who care for other
employees who try to display the best outside the organization's duties. [22] explained that one of the main reasons
why OCB has attracted the attention of academics and practitioners is because of the proven significance of
organizational effectiveness. [23] explained that OCB affects organizational performance through increasing the
efficiency of co-workers and managers; increasing resources for more productive activities and goals effectively;
making organizations more responsive to change in the environment; assisting team coordination for productive work;
strengthening the ability to attract and retain talented employees and improve organizational stability. According to
[24] OCB is an extra-role behavior that is owned by an employee to improve organizational effectiveness and
efficiency, this behavior is usually indicated by helping employees even though they do not need, helping colleagues
who have not worked, and helping managers to promote organizational effectiveness. In this case, [25] found that
OCB affects employee performance positively and can improve the quality of ethos in public service in UK. Similar
results were also obtained by [26]; [27] which the OCB has a positive and significant impact on employee
performance.

Il. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

1.1. Organizational Culture

Culture is a set of shared meanings that allow group members to interpret and act on their environment [28].
According to [29] organizational culture is a habit that has lasted a long time, used and applied in carrying out
organizational activities as one of the drivers to improve the quality of work of employees or superiors. Generally,
organizational culture is identified through stories, special languages, artifacts and norms that arise from individual
and organizational behavior ([30]; [31]). Organizational culture has several functions within the organization, such as;
culture has a role in setting boundaries, meaning culture creates clear differences between one organization and
another; culture makes it easier to commit to areas greater than one's personal interests; culture brings a sense of
identity to members of the organization; culture serves as a mechanism for making meaning and control that guides
and shapes employee attitudes and behavior; and culture can improve system stability [32]. Organizational culture can
bring the organization better, and has a significant impact on employee performance ([14]; [15]; [16]).
1.2. Work Motivation

Work motivation is defined as the desire in employees who provide strength to meet their needs and play a strong
role in directing behavior, or cause employees to take action in achieving organizational goals [32]. According to [34]
work motivation is a stimulant of desire and driving force of willingness to achieve the desired goals. The well-known
and often heard motivational theory is the hierarchy of needs triggered by Abraham Maslow. Maslow in [35], said
that each individual has five levels of needs, namely; (1) psychological needs which include: hunger, thirst, sex,
protection (clothing and housing) and other physical needs; (2) security which include: safety and protection against
physical and emotional loss (4) Rewards which include: self-esteem, autonomy, and achievement as well as external
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respect factors such as status, recognition and attention; (5) Self-actualization which is an impulse to become someone
or something in accordance with his ambition which includes growth, achievement of potential and self-fulfiliment.
Empirical studies have proven that work motivation has a positive and significant impact on employee performance
([171; [18]; [20]; [21]).

1.3. Organizational Citizenship Behavior (OCB)

In the late 1970s the term OCB was made by [36] to describe innovative and cooperative behavior through the
relationship between job satisfaction and performance. [36] argued OCB as voluntary behavior, choices and individual
initiatives that are not directly related to the organization's formal reward system, but as a whole can improve the
organizational effectiveness. Another opinion, OCB is referred to as individual behavior that is influenced by
interpersonal trust and facilitates the operation of the organization by performing tasks outside the organizational
prerequisites that are not directly recognized by the formal reward system [37]. Some elements of OCB behavior such
as; helping others, adhere to the rules and procedures in the workplace, and volunteering for extra duties. These
behaviors are constructive, meaningful and positive behavior [38]. According to [39], OCB contributes to
organizations as well as increasing colleague productivity, increasing manager productivity, saving resources owned
by management and the organization as a whole, helping to maintain group functions, being very effective in
coordinating work group activities, increasing the organization's ability to attract and retain the best employees,
improve organizational stability, enhance the organization's ability to adapt to environmental changes. in several
studies were found that OCB has a significant impact on employee performance [27] &[26]. it's Mean that employees
who have OCB can improve employee performance both for the organization and for themselves.

1.4. Performance

Performance is defined as a measure of the results of a good quality and quantity in a certain time period that is
influenced by many factors and carried out with the responsibility given to achieve organizational goals by employees
[40]. It represents the levels of achievement of each job [41]. According to [42] employees’ performance is the work
of an employee during a certain period compared to various possibilities, i.g; standards, targets or criteria that are
determined and mutually agreed upon. Employee performance is a factor that can significantly influence
organizational profitability [43]. On the other hand, there are two factors that influence employee performance, namely
internal and external factors [44].

Based on the established evidences, the researcher proposes three hypotheses on this research.

H1: Allegedly organizational culture has a significant effect on employee performance.

H2: Allegedly work motivation has a significant effect on employee performance.

H3: Allegedly OCB has a significant effect on employee performance.

1. METHOD

The research design used in this study is quantitative research. Variables in this study are organizational culture,
work motivation, and OCB as exogenous variables, and employee performance as endogenous variables. The
population in this study are all employees who are in Pamekasan Regency Government for 111 A-D Group. The total
population of 3.580 employees, and the sample used for this study are 116 samples after being calculated using the
Slovin formula. The sampling technique is used proportional stratified random sampling. A structured questionnaire
is used to collect data that is relevant to this study.

The Measurment of organizational culture, we used 9 items based on organizational culture scale [45]. To assess
work motivation in this study 5 items were used [34]. While OCB, we used 5 questionnaire items from Organ et. al.,
in [46]. Furthermore, to assess employee performance, we used 4 employee performance items based on [47]. All
measurement of four variables rated on 5-point Likert type scale ranging from 1 (strongly dissagre) to 5 (strongly
agree). All items have a validity score of up to 0.6, and a reliability score above the significance level of 0.05 [48],
and Hypotheses tests are conducted by multiple linear regression, with the following equation:

Y=a+b Xi+by Xo+bs Xz+¢e (1)

Explanation:
Y : employee performance
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a svalue of Y if X1, X2=0
b1, by, bz : coefficients of regression
X1 : organizational culture
Xz : work motivation

X3 :0CB

e : residual value

I11. RESULTS

Data was analyzed by using multiple regressions to test the relationship between organizational culture, work
motivation, OCB and employee performance. Thus, by applying a multiple regression technique we can also determine
specific independent variables that have a major influence on a dependent variable [49]. The results of this study can
be seen in the table below:

Table 1. Result of test for coefficient of determination
Model Summary®
Model R R Square Adjusted R Square Std. Error of the Estimate
1 1492 .560 .549 1.71874

a. Predictors: (Constant), OCB, Work Motivation, Organizational Culture

b. Dependent Variable: Employee Performance

Table 2. Summary of Multiple Regression for Employee Performance

Independent Variables Expected sign p t-statistics P-value
X1 Organizational Culture + 0.039 1.665 0.507*
X2 Work Motivation + 0.279 3.415 0.001*
X30CB + 0.507 7.424 0.000*
Adjusted R? 0.549

N 116

Notes: * Significance at 0.05, respectively; Dependent variables = Organizational Culture; Work Motivation; OCB.

According to the table 1, the Adjusted R Square number is 0.549 or 54.9%. This showed that the percentage of
the influence of the organizational culture (X1), work motivation (Xz), OCB (X3) on the dependent variable (Y =
employee performance) of 54.9%. So that, it can be said that the variation of the independent variable used in the
model is able to explain 54.9%. While the remaining 45.1% is influenced or explained by other variables.

The table above showed that the t test of the influence of organizational culture on employee performance
produces t-statistics = 1.665, B = 0.039, p-value = 0.507, p> 0.05, it is concluded that organizational culture has no
significant effect on employee performance. These results contradict the results obtained by previous researchers in
this study ([14]; [15]; [16]). Work motivation produces t-statistics = 3.415, B = 0.279, p-value = 0.001, p <0.05, so it
is concluded that work motivation has a significant effect on employee performance. These results support the findings
of previous researchers ([17]; [18]; [20]; [21]). While OCB produces t-statistics = 7.424, = 0.507, p-value = 0,000,
p <0.05, so it is concluded that OCB has a significant effect on employee performance. This results supported the
findings of previous researchers who stated that employees who have good OCB can improve performance for both
the organization and for themselves ([27]& [26]).

IV. DISCUSSION
This study showed that organizational culture has no significant effect on employee performance. As seen in table
2, this is because employees assumed that organizational culture indeed should exist, and organizational culture is
commonplace and normal so that organizational culture has no significant effect on employee performance, and this
results supported the research of [50] and [51]. While, work motivation and OCB play an important role in influencing
employee performance. As can be seen in table 2, work motivation and OCB show a significant influence on employee
performance. This finding demostrates important aspect of employee performance in the Pamekasan Regency
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Government. The three predictor variables proposed in this study, the variable that has the most dominant influence
is OCB, which is 50.7% can improve employee performance. Thus, for the government as the holder of power and
policy maker to make meaningful decisions or formulate policies in the Pamekasan Regency Government. The
components that have both work motivation and OCB proposed as predictors in this study must be given priority in
policy implementation. This is because they play an important role in influencing the performance of Pamekasan
Regency Government employees. based on the analysis and outcome of this study, the models that can be developed
are as follows.

Organizational
Nolbovea

0.039 (1.665)

T Employee

Work Motivation >

0.279 (3.415)/7

0.507 (7.424)

Performance

Fig. 1. Model for Employee Performance

V. CONCLUSION
Based on the statistical test has been done, it can be concluded as follows:
1. Organizational culture has no significant effect on employee performance at Pamekasan Regency Government.
2. Work motivation has significant effect on employee performance at Pamekasan Regency Government.
3. OCB has significant effect on employee performance at Pamekasan Regency Government.
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