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This research aims to analyze effect of motivation 

and organizational culture on employee 

performance in the Regional Government of 

Boalemo Regency. This research uses 

explanatory research. Population in the study are 

all employees of the Regional Government of 

Boalemo Regency consisting of the Secretariat, 

Agency, Department, District, and General 

Hospital with a total population of 1,569. Sample 

is 236 permanent employees using proportional 

random sampling techniques. Hypothesis testing 

in this research uses multiple linear regression 

tests via partial test.The research results show 

that motivation has a positive and significant 

effect on employee performance in the Regional 

Government of Boalemo Regency. 

Organizational culture has a positive and 

insignificant effect on employee performance in 

the Regional Government of Boalemo Regency 
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INTRODUCTION  
The idevelopment iof iglobalization irequires iall iparties, iboth 

iindividually iand iin igroups, ito icontinue ito icompete iin ithe iworld iarena. 
iIt ican ino ilonger ibe idenied ithat ithose iwho ihave ithe iability ito icompete 
iwill isurvive. iThose iwho idon't ihave ithe iability iwill ibe imarginalized ior 
ijust ibecome ispectators. iIn iline iwith ithe idevelopment iof iglobalization, ithe 
igovernment idemands ithat iemployees ifrom icentral ito iregional ilevels 
icontinue ito iimprove itheir iabilities ito ibe iable ito iprovide igood iservices ito 
ithe icommunity. iGovernment iservices imust icontinue ito ibe iimproved. 
iTherefore, iadministering igovernment irequires ipeople iwho iare iable iand 
iwilling ito icarry iout itheir iduties iand iresponsibilities ito iparticipate iin 
idevelopment iand icommunity iactivities iin ian iefficient iand ieffective 
imanner i(Sinungan, i2000). 

Good iand iappropriate iuse iof ihuman iresources iis ithe ibest iway ito 
imaintain isurvival iand igrowth iin ithe ifuture. iBecause ithe imain icomponent 
iin ian iorganization iis ihuman iresources. iHumans iare iplanners iand iactive 
iactors iin ievery iactivity iboth iinside iand ioutside ithe iorganization. iIn iother 
iwords, ithe istrength iof ian iorganization iis ithe ipeople iin ithe iorganization 
iwho iare iinvaluable iassets i(Dale, i2003). 

State icivil iservants, ihereinafter ireferred ito ias istate icivil iservants, iare 
icivil iservants iand igovernment iemployees iwith iwork iagreements iwho iare 
iappointed iby icivil iservice idevelopment iofficials iand iassigned iduties iin ia 
igovernment iposition ior ientrusted iwith iother istate iduties iand iare ipaid 
ibased ion istatutory iregulations. iCivil iServant iManagement iis ithe 
imanagement iof icivil iservants ito iproduce icivil iservants iwho iare 
iprofessional, ihave ibasic ivalues, iprofessional iethics, iare ifree ifrom ipolitical 
iinterference, iare ifree ifrom ipractices iof icorruption, icollusion iand inepotism. 

Civil iservants iare istate iapparatus iresources itasked iwith iproviding 
iservices ito ithe icommunity iin ia iprofessional, ihonest, ifair iand iequitable 
imanner iin icarrying iout istate, igovernment iand idevelopment iduties ion ithe 
ibasis iof iloyalty iand iobedience ito iPancasila iand ithe i1945 iConstitution. iThe 
iposition iand irole iof icivil iservants iin iIndonesia iis ivery iimportant iin 
irunning ia iclean iand iauthoritative igovernment. iTherefore, iadministering 
igovernment irequires ipeople iwho ihave ihigh iintegrity. 
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LITERATURE REVIEW 

The iRegional iGovernment iof iBoalemo iRegency, iin iits imain itasks 
iand ifunctions iof iadministering igovernment iin ithe iRegency, iis icarrying 
iout igovernment iadministration,icommunity idevelopment iand idevelopment, 
iadministrative idevelopment, iorganization iand imanagement ias iwell ias 
iformulating ipolicies iand icoordinating iregional iservices iand iregional 
itechnical iinstitutions. iIn iorder ito icarry iout ithese iduties iand ifunctions, 
iknowledge iand iskills iare irequired ithat iare iappropriate ito ieach ifield iof 
iwork. iThe idemands ifor iservice iimplementation imust ibe imet iby istate 
iofficials iand imust ibe iable ito ikeep iup iwith idevelopments iin isociety iwhile 
ialso ihaving ihigh iprofessional icapabilities. iLikewise, ito iachieve ithis igoal 
irequires iquality iresources, iboth imaterial iand ihuman iresources i(Swastha, 
i2007). 

To iachieve igood iperformance, ileaders iare ineeded iwho iare iable iand 
iwilling ito iwork itogether iwithin ithe iorganization iand ihave ihigh 
iresponsibility iand iintegrity ito ibe iable ito imanage iexisting iresources, 
iespecially ihuman iresources ias ithe imain idriver. iOne ifactor ithat iinfluences 
iperformance iis ileadership. iThe iquality iof ileaders iis ioften iconsidered ithe 
imost iimportant ifactor iin iorganizational isuccess ior ifailure, ibecause isociety 
igenerally iconsiders ithat ithe isuccess iof ian iorganization iis iassociated iwith 
ithe iquality iand ibehavior iof iits ihuman iresources, iboth ias ileaders iand 
isubordinates i(Dessler, i2004). 

In iorder ito imaintain iand iimprove iservice iquality iand iproductivity, 
iof icourse ivarious iparties iinvolved iin ithe iorganization imust ipay iattention 
ito iemployee ineeds iso ithat iemployee iperformance ican iincrease. iHigh 
iemployee iperformance iwill ibe irealized iif ithe ipeople iinvolved iin ithe 
iorganization ihave icompatible iviews iand ithoughts, istrong imotivation ito 
irealize iorganizational igoals, iso ithat ithey icarry iout itheir idaily iwork itasks 
ibased ion ia ihigh isense iof iresponsibility. 

Another iproblem ithat iis istill ioften iencountered iis ithat ithere iare istill 
iemployees iwho ido inot icome ito iwork ifor iunclear ireasons iwithout 
ireporting ito ithe imanagement ior ito ithe iworkplace, ileaving ithe ioffice ifor 
ipersonal ipurposes iduring iworking ihours, ieven ithough ithe imanagement iis 
ion isite. iOn ithe iother ihand, ileaders iprovide iopportunities ifor iemployees 
ito isubmit iopinions iin idecision-making idelegate itasks iand iwork iin 
iaccordance iwith ithe iemployee's iabilities iand icapacities, iand istrive ito 
iestablish icommunication iwith isubordinates iin ithe iform iof iholding 
imeetings iwith iall iemployees iin ian ieffort ito isolve ithe iproblems ifaced iand 
ithe iwork ito ibe idone. iimplemented i(Danim, i2004). 

Governance ican ibe iassessed ifrom ithe ireflection iof iperformance 
iachievements. iGood igovernment iperformance iresults ifrom ia iclean iand 
iauthoritative iapparatus iin iaccordance iwith ithe iwork iresults iachieved. iThe 
iorganizational iperformance iof ithe iBoalemo iRegency iGovernment iin 
igeneral iis inot iyet ioptimal, ithis iis idue ito, iamong iother ithings: ia imismatch 
ibetween iemployee iabilities iand ijob idemands, ia ilack iof iculture iof 
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icooperation ibetween iemployees iand iorganizational ileaders, iless ithan 
ioptimal iorganizational iability ito iaccommodate ichange, iavailability iof 
iinfrastructure ithat ihas inot ikept iup iwith idevelopments iin iscience iand 
itechnology, ilack iof ibuilding itrust. iThus, imore icomprehensive iand 
isustainable itreatment iis ineeded iin iorder ito iimprove ithe iquality iand 
iproductivity iof iemployee iwork, iby ioptimizing ithe iuse iof iavailable 
iresources iin iorder ito iachieve ithe iorganization's ivision iand imission iso ithat 
iit ican ibenefit isociety. i i 

This iresearch iaims ito ianalyze iEffect iof imotivation iand 
iorganizational iculture ion iemployee iperformance iin ithe iRegional 
iGovernment iof iBoalemoiRegency. 
 
METHODOLOGY   

The iresearch iapproach iis ia icomprehensive imethod iof iresearch 
covering things ithat ithe iresearcher iwill ido istarting ifrom icreating 
hypothesesianditheir ioperational iimplications ito ithe ifinal ianalysis iof ithe 
data iwhich iis ithen iconcluded iand isuggestions iare igiven. iA researchidesign 
states iboth ithe istructure iof ithe iresearch iproblem anditheiinvestigation iplan 
that iwill ibe iused ito iobtain iempirical evidenceiregarding ithe irelationships 
in ithe iproblem. iThis iresearch iuses explanatory iresearch, inamely icausality 
by iexplaining ia irelationship between iselected iresearch ithrough ihypothesis 
testing i(Pandiangan iet ial., 2023). iThis itype iof iresearch iis ichosen  
considering ithat ithe iobjectives ito be iachieved iinclude iefforts ito iexplain ithe 
relationships iand iinfluences that occur ibetween iquestionnaires ias ia iprimary 
data icollection itool. iThis research iapproach iuses ia ipostpositivist iparadigm 
or ialso icalled positivism. iThis iparadigm idevelops iscientific iknowledge 
i(such ias ithinking iabout icause iand ieffect, ireduction ito ivariables, 
ihypotheses iand ispecific istatements iusing iobservational imeasurements iand 
itheory itesting). iTherefore, ianyone iwho iwill iresearch ithis ireality ican 
iobserve ior imeasure iit, iand iif ithe iobservation ior imeasurement iis iunbiased 
ithen ithe iresults iof ithe iresearch ican ibe icategorized ias iscientific iknowledge 
i(Kurdhi iet ial., i2023; Pandiangan., 2023). 

The types of data used in this research are as follows: 
1. Quantitative data, namely the data asked for in the form of numbers that 

can be calculated. In this research, quantitative data is included in the 
number of employees of the Regional Government of Boalemo Regency. 

2. Qualitative data, namely data that cannot be expressed in the form of 
numbers. In this research, qualitative data is included in the existence of 
the research location, namely information about employees of the 
Regional Government of Boalemo Regency. 

Population iis ia igeneralized iarea iconsisting iof iobjects ior isubjects ithat 
have certain quantities iand icharacteristics idetermined iby iresearchers ito ibe 
studied iand theniconclusions idrawn i(Ratnawita iet ial., i2023). iPopulation iin 
the istudy iare aliemployees iof ithe iRegional iGovernment iof iBoalemo 
Regency iconsisting iof ithe Secretariat, iAgency, iDepartment, iDistrict, iand 
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General iHospital iwith ia itotal population iof i1,569. iThis iresearch isample iis 
part iof ithe ipopulation itaken ias ia idata source iand iis iable ito irepresent ithe 
entire ipopulation i(Yoppy iet ial., i2023). iSample is i236 ipermanent iemployees 
using iproportional irandom isampling itechniques. 

Hypothesis itesting iin ithis iresearch iuses imultiple ilinear iregression 
itests ivia partial test. iPartial itest iis ito itest ihow ieach iindependent ivariable 
individually iinfluences ithe dependent ivariable i(Hair iet ial., i2006). 
 
RESULTS AND iDISCUSSION 
Respondent iCharacteristics 

Gender ishows ithat ithe imajority iof irespondents iare imen, inamely 
i71.6%, iwhile ithe iremaining i28.4% iare iwomen. iRegarding ithe ilarge 
inumber iof imen, ithis iis iquite ireasonable ibecause iit iis irelated ito iwork. 

Based ion ithe iage iof ithe irespondents, ithe imajority iare iaged i31-40 
iyears, inamely i78 irespondents ior i33.0 ipercent, iaged i41-50 iyears iare i62 
irespondents ior i26.3 ipercent, irespondents iaged i>50 iyears iare i52 
irespondents ior i21.9 ipercent, ismallest iare irespondents iaged i21–30 iyears 
iamounted ito i44 irespondents ior i18.0 ipercent. iThe iages iof irespondents, iit 
ican ibe iseen ithat isome iemployees iwill ienter iretirement iwhen itheir iage iis 
iclassified ias iless iproductive. iFrom ithe idata iabove, iit iis ievident ithat ithere 
iis ia iportion iof iemployee ihuman iresources idata iat ithe iRegional 
iGovernment iof iBoalemo iRegency. iIt ican ibe iconcluded ithat ithe imajority 
iof iemployees iwill ienter iretirement ior ican ibe icategorized ias ibeing iat ian 
iage ithat iis ino ilonger iproductive, imaking iit idifficult ito iimprove itheir 
iperformance ibecause ithey iare inot ifocused ion ipursuing itheir iwork. ihis 
idaily iwork. 

Based ion ithe ilength iof iservice, iit ishows ithat ithe irespondent's ilevel 
iof imastery iof iwork iand iinsight iinto igovernment iactivities iis ivery igood, 
ithis iis ibecause ithe ilonger ithe iemployee iworks, ithe ibetter ithey iunderstand 
itheir iduties iand iresponsibilities. iMost iof ithe irespondents' iwork iperiod iis 
i6-10 iyears, i69 irespondents ior i29.1 ipercent, i66 irespondents' iwork iperiod 
iis i11-20 iyears ior i27.9 ipercent, iand i60 irespondents' iwork iperiod iis i21-30 
iyears ior i25.4 ipercent. iEmployees iwho ihave iworked ifor i< i5 iyears iare i31 
irespondents ior i13.1 ipercent iand iemployees iwho ihave iworked i> i30 iyears 
iare i10 irespondents ior i4.2 ipercent. iFrom ithe iexplanation iabove, iit ican ibe 
iseen ithat ithe imajority iof irespondents ihave ia igood iunderstanding iof ithe 
itasks iand iwork ithey ihandleiand ihave igood iinsight iinto iwork iactivities iat 
ithe iRegional iGovernment iof iBoalemo iRegency. 

Class ior irank iis ione iof ithe irespondents' iidentities ithat ican idescribe 
ian iemployee's iposition, iwhich ican ibe imeasured ibased ion ithe ilevel iof 
ieducation iat ithe itime iof ifirst iappointment ias ithe ibasic irank ifor ithe 
iperiod iof iwork. iThis irank iconcerns ithe istatus iof ian iemployee's iexistence 
iwhich iis iexpected ito iincrease iwork imorale. iThe icharacteristics iof ithe 
inumber iof iemployees iin ithe iRegional iGovernment iof iBoalemo iRegency 
iwho iare irespondents iare igroup iIII iwith i175 irespondents ior i74.2 ipercent, 
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igroup iII iwith i33 irespondents ior i14.1 ipercent, igroup iIV iwith i28 
irespondents ior i11.9 ipercent. iSo iit ican ibe iconcluded ithat ithe iemployees 
iat ithe iRegional iGovernment iof iBoalemo iRegency iwho iare irespondents 
iare igenerally igroup iIII, iand ialready ihave isufficient iexperience iand iability, 
iboth iin icarrying iout itheir imain iduties iand ifunctions ias iemployees iat ithe 
iRegional iGovernment iof iBoalemo iRegency. 

Education ilevel iis iused ias ia idemographic iaspect ibecause ieducation 
has ian iinfluence ion iincreasing ipersonal iabilities, iwhich iis ione iof ithe 
independent ivariables iin ithe iresearch imodel. iThe ibetter ithe ieducational 
level iof ian iemployee, iit ican ibe iconcluded ithat ithe iemployee ihas ibetter 
personal iabilities iand ithis iwill ihave ian iimpact ion ihis iperformance. iBased 
on ithe ilevel iof ieducation, iit ishows ithat ithe imajority iare ibachelor 
graduates, inamely i57.2%, ihigh ischool igraduates, inamely i18.9%, iwhile 
master igraduates iare i16.7%, iwhile ithe ismallest inumber iis idiploma i3 
graduates, inamely i7.3%, ithis igives ian iillustration ithat ithe imajority iof 
respondents ihave ithe iability ito ithink ito icarry iout iactivities ipredetermined 
daily itasks. 
Hypothesis iTest iResult 
 

Table i1. iHypothesis iTest iResult 

Variable β P-Value Result 

Motivation-
>Performance 

0.374 0.000 Positive iand 
iSignificant 

Culture->Performance 0.676 0.062 Positive iand 
iInsignificant 

 
The iresearch iresults ishow ithat imotivation ihas ia ipositive iand 

significant ieffect ion iemployee iperformance iin ithe iRegional iGovernment iof 
Boalemo iRegency. iMotivation iin ithis iresearch iconsists iof iseveral iindicators 
of iwork imotivation istatements, iincluding iextrinsic, iand iintrinsic motivation. 
The ibest-perceived iindicator iis iintrinsic imotivation. iThis ican ibe iused ias ia 
measure ithat iintrinsic imotivation ihas ithe imost iimportant irole iin iforming 
work imotivation. iSeveral iintrinsic imotivation ifactors iinclude iwork 
achievement, irecognition iof iawards iand ipraise, iwork iresponsibility, 
employee iprogress, iand ithe ipossibility iof idevelopment. iEmployee 
performance iin ithis iresearch iis idescribed iinto istatement iindicators iwhich 
include iquality, iquantity, ipunctuality, iattendance, iand icooperation. iThe 
best-perceived iindicator iis iemployee iattendance. iThe ifacts iin ithe ifield 
based ion ithe iresults iof irespondents' iassessments iof iwork imotivation 
variables ican ibe iseen ithat ithe imajority iof irespondents iperceive igood iin 
assessing iemployee iattendance ilevels. iThis imeans ithat iif iit iis iobserved 
from iactual iempirical ifacts, iemployee iresponses ito iemployee ipresence iare 
closely irelated ito ithe iachievement iof iwork iperformance iresults, irecognition 
of iawards iand ipraise, iwork iresponsibilities, iemployee iwork iprogress, iand 
the ipossibility iof idevelopment iwhich iis iconsidered ito ibe iquite igood. 
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Furthermore, irespondents' iassessment iof ijob iresponsibilities ihas ithe ihighest 
average ivalue icompared ito iother iindicators. iRespondents' istatements 
regarding ijob iresponsibilities iwere iconsidered iquite igood. iThe icurrent 
conditions ican ibe ireflected iin ithe iattitudes ior iresponses iof iemployees iin 
completing iwork iby icollaborating iandiforming iteam iwork iat iwork, iso 
ithatthe iwork ithat ihas iaccumulated iwill ibe icompleted iquickly ibecause iit 
isidone itogether. 

Organizational iculture ihas ia ipositive iand iinsignificant ieffect ion 
employee iperformance iin ithe iRegional iGovernment iof iBoalemo iRegency. 
Organizational iculture ithis iresearch iexplains iseveral istatement iindicator 
items iregarding iorganizational iculture, iincluding iinnovation iand irisk 
taking, iattention ito idetail, iresults iorientation, ipeople iorientation, iteam 
orientation, iaggressiveness, iand istability. iOrganizational iculture iindicators 
regarding iteam iorientation iare ithe idominant ifactors ithat iare iable ito ireflect 
organizational iculture iwhich iis ireflected iin ieffective iteamwork, iwork ican 
run iwell. iMeanwhile, iemployee iperformance iin ithis iresearch ican ibe 
described iinto iquestion iindicators iwhich iinclude iquality, iquantity, 
punctuality, iattendance, iand icooperation. iThe iindicator ithat iis iperceived ito 
have ithe ilowest ivalue iis ithe iquality iof iemployee iwork. iFrom ithe 
descriptive iresults iof irespondents' ianswers, iit ican ibe iseen ithat iorientation 
towards iwork iresults ihas ithe ilowest ivalue icompared ito iother ivariables. 
Statement iof iindicators ifor iemployee iwork iresults iwhich iinclude ithe iwork 
results iachieved iand ithe iwaste iof itime iwhich iis ithe ibasis ifor iwhy 
organizational iculture iis iunable ito iimprove iemployee iperformance iat ithe 
Regional iGovernment iof iBoalemo iRegency. iMeanwhile, ithe iloading ifactor 
value ithat ihas ithe ilowest ivalue iis iteam iorientation. iHowever, ithis idoes 
not imean ithat iteam iorientation ihas ia ilow ivalue iand iis iunable ito iimprove 
employee iperformance, ibut inot iall iareas iof ithe iRegional iGovernment iof 
Boalemo iRegency iare iable ito icarry iout iteam iwork iwell, iso ithat ithe 
assessment iof ithe iloading ifactor iresults iis inot iable ito iimprove performance 
effectively iand iefficiently. 
 
CONCLUSIONS AND RECOMMENDATIONS 

The iresearch iresults ishow ithat imotivation ihas ia ipositive iand 
significant ieffect ion iemployee iperformance iin ithe iRegional iGovernment iof 
Boalemo iRegency. iOrganizational iculture ihas ia ipositive iand iinsignificant 
effect ion iemployee iperformance iin ithe iRegional iGovernment iof iBoalemo 
Regency. i 

Based ion ithe iresearch iresults iand iconclusions ioutlined ipreviously, 
several isuggestions ican ibe ideveloped ifor ipractitioners iand iresearchers: 

1. It iis irecommended ithat ithe iRegional iGovernment iof iBoalemo 
Regency icontinue ito imotivate iits iemployees iboth ifrom iintrinsic iand 
extrinsic ifactors iby imaintaining imore icomfortable iworking 
conditions, imaintaining isecurity iin ithe iwork ienvironment, iand 
providing iencouragement ito iemployees ito ialways ibe iresponsible iat 
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work ito iprevent ivarious ipossibilities ithat iwill iarise ideveloping ito 
support iimproving ithe iquality iof iits ihuman iresources. 

2. It iis irecommended ito ithe iRegional iGovernment iof iBoalemo iRegency 
to iimprove ithe iorganizational iculture iin ieach iregional iwork iunit iso 
that iit ifurther iincreases iwork iresults iorientation iin iachieving iwork 
results ieach iyear iand iminimizes iwaste iof iwork itime ithat ihas 
nothing ito ido iwith ioffice imatters. iThis iis idone ito ireduce iviolations 
that ioccur iand iprovides isanctions ias ia ideterrent ieffect ifor employees 
who iviolate ithe irules iand iregulations iestablished iby ithe iRegional 
Government iof iBoalemo iRegency. 

3. It iis irecommended ithat ieach iregional iwork iunit iin ithe iRegional 
Government iof iBoalemo iRegency ipay imore iattention ito ithe 
quantityof iemployee iwork ioutput iby icompleting iwork ion itime, 
creating iand submitting iwork iprograms iperiodically iand icomplying 
with operational istandards ithat ihave ibeen idetermined iin ian 
organization. 
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