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Abstract:- This study aims to determine the partial and
simultaneous influence of leadership style, work
environment, and organizational culture on employee
performance at the Regional Secretariat, Bogor Regency.
The research sample was determined by stratification of
each class of employees with a total of 95 people. Data
analysis was performed through multiple linear
regression tests with the help of SPSS 26 software. The
results showed a simultaneous significant influence of
leadership style, work environment, and organizational
culture on employee performance at the Regional
Secretariat, Bogor Regency. Hypothesis test results show
that there is a significant influence of leadership style and
organizational culture partially on employee performance
at the Regional Secretariat, Bogor Regency. The work
environment has an insignificant influence on employee
performance at the Regional Secretariat, Bogor Regency.
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I INTRODUCTION

Optimization of government services to every
community can be realized by the existence of government
organizations that have the ability to carry out the
rationalization of professional services in accordance with the
scope of their respective duties. Therefore, every government
employee is required to provide a deeper orientation in
providing services to the community [1]. Currently, there are
many problems in the bureaucracy, especially in the
implementation of good governance. In fact, Good
Governance is one of the efforts to commit to realizing a
clean, transparent and accountable government. The problems
of Good Governance include employee recruitment systems,
employee career paths, promotion and transfer of employees,
clarity of functions and main tasks, quality of human
resources, low performance and discipline, behavioral and
cultural values that are oriented towards no appreciation of
achievement, welfare, do not apply reward and punishment,
wastefulness and sluggish bureaucracy [2]. The impact of the
difficulty of getting difficult quality workforce results in low
organizational productivity as a result of low labor
competency and a rapidly changing environment that has a big
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impact in the form of demands to work efficiently and
effectively [1].

The Regional Government of Bogor Regency is a
regional government organization that strives to realize
optimal services for the community in accordance with its
vision of realizing the most advanced, comfortable, and
civilized Bogor Regency. The performance of the Bogor
Regency Regional Government in 2018 and 2019 received a B
assessment from the Ministry of PAN-RB (Ministry of
Administrative Reform and Bureaucratic Reform). This
stagnant performance achievement indicates that the support
of regional apparatus and existing human resources has not
been properly optimized. Therefore, in an effort to improve
the performance of the Bogor Regency Government, it can be
done through improving the performance of employees within
the Bogor Regency Regional Government.

Employee performance has a wvery strong role in
determining the success of an organization [3]. Therefore, in
an effort to achieve organizational goals, efforts are needed to
improve the performance of each employee. Employee
performance is an important factor in the success of a
company [4]. Every company needs good performance and
has achievements in the field of work according to its
expertise. If a company has good employee performance, it
will support the success of the company [5]. Every good
employee performance will result in various positive things.
Conversely, a negative impact will be experienced by the
company if employees have poor performance [6].

The leadership style must be adapted to the conditions
that exist in each organization because this is one of the
factors that can affect employee performance [7]. Various
research results show that leadership style can affect employee
performance achievement [8] - [12]. Employees will feel safe
and protected in carrying out their jobs if there is job
satisfaction as a result of a leadership style that suits their
subordinates [13]. Leadership can be achieved by giving an
influence to subordinates to achieve organizational goals
through various activities that are continuous in nature.
Employees who are already in their comfort zone cause a lack
of creative ideas and may be lazy to move to other parts of the
company.
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The results of other studies indicate that organizational
work environment factors can affect employee performance
achievement [4], [14] - [16]. A conducive work environment
can have a good influence on the continuity of employees'
work. Conversely, a negative impact will occur on the
continuity of work if the organizational environment is not
conducive [17]. In carrying out various activities, employees
can have a positive or negative impact on the results of their
work in an environment. Therefore, the work environment can
influence a person in carrying out various tasks assigned to
him so that the organization has an important role in creating a
work environment [16]. In addition to the physical work
environment, there are also non-physical work environments
such as the work relationship between leaders and
subordinates and this can affect employee morale. A well-built
working relationship between leaders and subordinates will
have an impact on employee comfort at work so that they can
provide optimal performance results.

Another factor that can affect one's performance is the
application of culture in an organization [1], [4], [18], [19].
Culture differentiates people from one another in how they
interact and act to complete a job [8]. Beliefs, customs, or
values are important elements in the formation of a culture.
The characteristics of an organization are an organizational
culture that needs to be well understood by each of its
members so that organizational goals can be achieved. The
ability of organizational members in carrying out each
organizational culture will determine the sustainability of the
organization so that it requires rules that bind every member
of the organization to apply the organizational culture in each
of their work activities.

This study will reveal several factors that affect
employee performance and have not been done by many other
researchers in recent years. These factors include leadership
style, work environment, and the application of organizational
culture. On the other hand, many researchers have an object
orientation of research that focuses on employee performance
in the company environment and not many have focused on
employee performance in local governments, especially the
Bogor Regency Government, which involves simultaneous
factors of leadership style, work environment, and
organizational culture.

1. RESEARCH METHODS

The population of this study were 271 employees who
worked at the Regional Secretariat, Bogor Regency. The
sampling method uses probability sampling which provides
the same opportunity for each element or member of the
population to be selected as a sample. The technique of
determining the sample is carried out by proportional
stratified random sampling, which is a proportional sampling
technique based on a certain level. Data collection was
carried out through distributing questionnaires to 95
respondents using a Likert scale of 1-5 where a score of 1
indicates disagree up to a score of 5 which indicates strongly
agree. Data analysis was performed through multiple linear
regression, t test, F test, and R2 with the help of SPSS 26
software.
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TABLE 1. NUMBER AND STRATIFICATION OF

RESEARCH SAMPLES
Population Number of

No Group Amount % Sample
1 [ 2 0,74 1
2 Il 80 29,52 28
3 11 158 58,30 55
4 v 31 11,44 11
Total 271 100 95

1. RESEARCH RESULT

Model equation

The results of multiple linear regression testing are
carried out to produce a regression equation with the following
results:

TABLE 2. THE RESULTS OF THE REGRESSION
COEFFICIENT TEST

Model Unstandardized Coefficients
B Std. Error
(Constant) 1.092 2.162
X Leadership .361 .089
X2 Work Environment .079 .100
X3 Organizational Culture 339 .066

Based on the results of data processing as shown in the
table above, the regression equation can be obtained as
follows:

Y =1.092 + 0.361X; + 0.079X; + 0.339X5 + ¢

The equation above shows a constant value (a) of 1.092
which indicates that if the independent variables all have a
value of 0, then the value of the dependent variable, namely
employee performance, has a value of 1.092 units. The
regression coefficient value on the independent variable (X1,
X2, X3) shows a positive value which indicates the influence
of leadership, work environment, and organizational culture
on employee performance which is linear. In the leadership
style variable (X1), the regression coefficient value is 0.361.
The work environment variable (X2) has a regression
coefficient value of 0.079 and a regression coefficient on the
organizational culture variable (X3) of 0.339. These results
indicate that each of the independent variables consisting of
leadership style, work environment, and organizational culture
has a positive influence on employee performance. Thus, it
can be concluded that each increase in one of the independent
variables is 1 unit and the other independent variables are
constant, so the employee performance will increase by the
value of the regression coefficient on the independent variable.
Based on the regression equation, it can also be seen that the
leadership factor is the variable that has the greatest influence
on employee performance when compared to the work
environment and organizational culture variables. This can be
seen from the regression coefficient value of the leadership
variable which has the greatest value when compared with the
work environment and organizational culture variables.
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Coefficient of Determination (R2)

In this study, the coefficient of determination uses R to
assess the closeness of the relationship between variables and
the adjusted R Square to describe the effect of the independent
variable simultaneously on the dependent variable. The results
of testing the coefficient of determination can be seen in the
table below.

TABLE 3. DETERMINATION COEFFICIENT TEST
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TABLE 5. ANOVA RESULTS

Model F Sig.

Regression 28.630 .000

RESULTS
R R Adjusted R Std. Error of the
Square Square Estimate
6979 .486 469 0.3245

The result of the calculation of the coefficient of
determination from the value of R shows a value of 0.697
which indicates the value of the closeness of the relationship
between leadership variables, work environment, and
organizational culture on the performance of the Bogor
Regency Regional Secretariat employees or is at a strong
level. Based on the table above, it can be seen that the adjusted
R Square value is 0.469 or 46.9%, which means that the
performance of the Bogor Regency Regional Secretariat
employees can be explained by leadership, work environment,
and organizational culture by 46.9%. The remaining 53.1%
can be explained by factors other than variables in the
regression model.

Hypothesis testing

Hypothesis testing is a population parameter to decide
whether the hypothesis is rejected or accepted. The analysis
tool to test the hypothesis used is the partial test (t-test). The
results of hypothesis testing can be seen in the table below;

TABLE 4. HYPOTHESIS TEST RESULTS
t Sig.
X1 Leadership 4.059 | .000
X2 Work Environment 796 | .428
X3 Organizational Culture | 5.105 | .000

Based on the calculation results, the t-count value of the
leadership variable (X1) is 4.059, the work environment
variable (X2) is 0.798, and the organizational culture variable
(X3) is 5.105. The t-table value at the 5% significance level is
1.986. By using the previously prepared hypothesis, it can be
concluded that there is a partially significant influence
between the leadership of the work environment and
organizational culture on the performance of the Bogor
Regency Regional Secretariat employees.

Test the accuracy of the model

Testing the accuracy of the model in this study using the
F-test which is carried out to prove whether there is a
significant  relationship  simultaneously  between  all
independent variables on the dependent variable. The testing
criteria will accept the alternative hypothesis, namely that
there is a simultaneous influence on the variables of
leadership, work environment, and organizational culture if
the value of Fcount> Ftable. The results of the F test can be
seen in the table below.
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Based on the table above, it is obtained that the Fcount
value is 28.630 or greater when compared to the Ftable value
of 2.70. Thus, testing the F value in this study concluded that
the leadership style, work environment, and organizational
culture have a simultaneous influence on employee
performance at the Regional Secretariat of Bogor Regency.

V. DISCUSSION

The Influence of Leadership Style on Employee
Performance

The results of this study indicate that the leadership style
has a positive and significant effect on the performance
achievement of the Bogor Regency Regional Secretariat
employees. The results of this study are in line with several
other researchers [7] - [13] who show that leadership style can
influence employee performance. The leadership style which
is based on the analytical ability of the leader tends to be
dominant in the leaders in the Regional Secretariat of Bogor
Regency. Analytical ability is a person's ability to analyze a
condition and determine the best steps that must be taken so
that goals can be achieved. This ability can be obtained by a
leader based on a person's experience and level of education.
A leadership system that supports someone who is
experienced and an adequate level of education makes every
leader in the Bogor Regency Regional Secretariat have
excellent analytical abilities. The leadership style in the Bogor
Regency Regional Secretariat is also supported by leadership
communication skills, courage in making decisions, the ability
to listen to subordinates’ input, and assertiveness in
implementing applicable regulations that affect employee
performance.

The Effect of Work Environment on Employee
Performance

The work environment created at the Regional
Secretariat of Bogor Regency has an effect but not
significantly on employee performance. This result is in line
with research conducted by other researchers [20], [21] which
explains that the work environment has no effect on employee
performance. However, this result is also different from other
researchers [4], [15], [16]. This difference can be due to
organizational factors that are the object of research as well as
factors in the rules of working from home so that there are
differences in the facilities provided by the organization.

The non-impact of the work environment on employee
performance is in accordance with the fact that currently
employees in the Bogor Regency Regional Secretariat tend to
do more work from home so that each employee has different
facilities in supporting work. Although with various
limitations in working environment facilities, the performance
achievements of the Bogor Regency Regional Secretariat
employees have met the target. Based on the results of the
interview, it is found that performance is closely related to
employee performance appraisal. Low performance appraisals
can cause the compensation provided by the organization to be
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reduced so that employees in the Bogor Regency Regional
Secretariat will try to always meet performance targets with
the various limitations of existing facilities. Therefore, the
current work environment does not affect employee
performance.

The Influence of Organizational Culture on Employee
Performance

The results of this study indicate that the organizational
culture at the Regional Secretariat of Bogor Regency has a
positive and significant effect on employee performance. The
results of this study are in line with other researchers [1], [4],
[18], [19], [22] who state the influence of organizational
culture on employee performance. Organizational culture is
the values and norms that regulate the behavior of group
members which contain the meaning of what is important or
upheld by an organization or the organization's efforts to
regulate the expected behavior of its members.

The organizational culture that supports risk taking tends
to be a lot happening in the Regional Secretariat of Bogor
Regency. With this view, organizational culture is relative
from one organization to another, depending on the values and
norms developed. In achieving optimal goals for the
organization, measurable risk taking will encourage
employees to unleash their abilities to achieve optimal
performance. A well-created organizational culture is believed
to be able to foster employee morale. An organizational
culture that is innovative and capable of taking risks, attention
to detail, result-oriented, individual-oriented, team-oriented,
aggressiveness and stability can increase the chances of a
healthy organization that is able to increase the capacity and
capability of employees.

The Influence of Leadership Style, Work Environment,
and Organizational Culture on Employee Performance

The results of this study indicate that the leadership
style, work environment, and organizational culture together
(simultaneously) have a positive and significant effect on the
performance of the Bogor Regency Regional Secretariat
employees. Employee performance problems are important
issues that must be considered by every organization because
they are related to achieving the goals of an organization.
Efforts to achieve optimal employee performance in the
Regional Secretariat of Bogor Regency need to be done
through improving leadership style, work environment, and
organizational culture. An organizational culture that
emphasizes the achievement of performance targets for each
employee in order to achieve a competitive organization can
be realized through a leadership style that is open and able to
listen to all input. Leadership that has assertiveness and
courage in taking risks can reflect a running organization.
With various work environment conditions faced by
employees, the ability of a leader and the creation of a
competitive organizational culture encourages each employee
to unleash their full potential to achieve optimal performance.
Therefore, it is very important for an organization to create
optimal employee performance through the creation of a
competitive organizational culture that is supported by a good
leadership style and an adequate work environment.

NISRT21MAY612

International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165
V. CONCLUSIONS AND SUGGESTIONS

The Leadership style, work environment, and
organizational culture both simultaneously have a positive
and significant influence on the performance of the Bogor
Regency Regional Secretariat employees. The leadership
style has a more significant influence on the performance of
the Bogor Regency Regional Secretariat employees. Partially,
the leadership style and organizational culture have a positive
and significant influence on the performance of the Bogor
Regency Regional Secretariat employees. While the work
environment does not have a significant effect on the
performance of the employees of the Bogor Regency
Regional Secretariat. Efforts to increase the ability of leaders
in encouraging employee performance can be done by
increasing the courage of leaders in acting and making
decisions in accordance with applicable regulations. In
addition, it is necessary to improve the work environment in
supporting employee performance through the provision of
individual physical facilities. Organizations also need to
improve non-physical work facilities as part of an effort to
improve the quality of employee work. The organization must
also be able to increase its aggressiveness and stability so that
employees are able to work optimally.

Further research is needed to find out about other
factors that affect the performance of employees in the Bogor
Regency regional secretariat by involving compensation and
work discipline factors. Employee demographic factors may
also affect employee performance. On the other hand, the
limitations of the implementation of research during the
pandemic period which required employees to work from
home made the limitations of the results of this study which
were based on employee perceptions. Therefore, it is possible
that there will be differences in results if research is carried
out during normal times.

REFERENCES

[1]. A. A, Mukminin, B. Semmaila, and R. Ramlawati,
“Effect of Education and Training, work discipline and
Organizational Culture on Employee Performance,”
Issn 2722-791X, vol. 1, no. 3, pp. 19-28, 2020.

[2]. N. Nalim, S. Haryono, and M. Muchran, “Work
Performance of Merangin District Office Employees ,”
vol. 7, no. 2, pp. 78-87, 2020.

[3]. M. Nurhidayad and C. B. Purba, “The Effect of
Discipline, Compensation, and Training Development
on Employee Performance in RSUD Bima,” Int. J. Sci.
Technol. Res., vol. 4, no. 12, pp. 606-613, 2019.

[4]. G. A. P. E. D. Prihantari and 1. B. P. Astika, “Effect of
role overload, budget participation, environmental
uncertainty, organizational culture, competence, and
compensation on employee performance,” Int. Res. J.
Manag. IT Soc. Sci., vol. 6, no. 4, pp. 197-206, 2019,
doi: 10.21744/irjmis.v6n4.682.

[5]. M. N. Rifa’l and R. Efendi, “The Performance of
Employees Influenced by Leadership Styles and
Compensation,” Int. J. Multicult. Multireligious
Underst., vol. 6, no. 6, pp. 581-587, 2019.

WWW.ijisrt.com 578


http://www.ijisrt.com/

Volume 6, Issue 5, May — 2021

[6]. N. Hamid, W. Wahda, and A. Yuniar, “The Influence of

[71.

[8].

[9].

[10].

[11].

[12].

[13].

[14].

[15].

[16].

NISRT21MAY612

Leadership Style, Compensation and Motivation on
Employee Performance at PT Garuda Indonesia Region
IV~ Makassar,” 2020, doi: 10.4108/eai.25-10-
2019.2295326.

K. Amiani and C. B. Purba, “The Effect of Work
Discipline, Remuneration and Leadership Style on
Employee Performance in PT. DWI Karya Prima (PT
DKP),” Int. J. Innov. Sci. Res. Technol., vol. 5, no. 8,
pp. 973-978, 2020, doi: 10.38124/ijisrt20aug575.

H. G. Sinaga, M. Asmawi, R. Madhakomala, and A.
Suratman, “Effect of Change in Management,
Organizational ~ Culture  and  Transformational
Leadership on Employee Performance PT. AdhyaTirta
Batam (PT. ATB),” Int. Rev. Manag. Mark., vol. 8, no.
6, pp. 1523, 2018, [Online]. Available:
https://ideas.repec.org/a/eco/journ3/2018-06-3.html.

A. Hermawati and N. Mas, “Mediation effect of quality
of worklife, job involvement, and organizational
citizenship behavior in relationship between transglobal
leadership to employee performance,” Int. J. Law
Manag., vol. 59, no. 6, pp. 1143-1158, 2017, doi:
10.1108/1IJLMA-08-2016-0070.

D. Mulyadi, “The Influence of the Role of Leadership
and Compensation on Employee Performance of PT
Taiho Nusantara,” Int. J. Sci. Soc., vol. 2, no. 4, pp.
480-491, 2020.

D. S. Widodo, “The Effect of Compensation,
Leadership and Organizational Culture Through Work
Motivation on Employee Performance,” J. Manaj. dan
Kewirausahaan, vol. 5, no. 2, pp. 1-7, 2017.

A. A. Hamid, Nurdjanah., Wahda, Wahda., Yuniar,
“The Influence of Leadership Style, Compensation and
Motivation on Employee Performance at PT Garuda
Indonesia Region IV Makassar,” in Proceedings of the
4th  International Conference on  Accounting,
Management, and Economics, 2019, pp. 58-68.

M. Paais and J. R. Pattiruhu, “Effect of Motivation,
Leadership, and Organizational Culture on Satisfaction
and Employee Performance,” J. Asian Financ. Econ.
Bus.,, vol. 7, no. 8, pp. 577-588, 2020, doi:
10.13106/JAFEB.2020.VOL7.NO8.577.

K. Adrian Putra Ariussanto, Z. Jiwa Husada Tarigan, R.
Br Sitepu, and S. Kumar Singh, “Leadership Style,
Employee Engagement, and Work Environment to
Employee Performance in Manufacturing Companies,”
SHS Web Conf.,, vol. 76, p. 01020, 2020, doi:
10.1051/shsconf/20207601020.

A. Taufik and R. F. Dalimunthe, “Confirmatory Factor
Analysis on the Performance of Private Employees in
Medan,” wvol. 22, no. 5, pp. 44-50, 2020, doi:
10.9790/487X-2205064450.

J. Puji Astuti, N. Sa, S. Diah Rahmawati, R. Yuli Astuti,
and Y. Sudargini, “The Effect of Work Motivation,
Work Environment, Work Discipline on Employee
Satisfaction and Public Health Center Performance,” J.
Ind. Eng. Manag. Res. ( Jiemar), vol. 1, no. 2, pp.
2722-8878, 2020, doi: 10.7777/jiemar.v1i2.

[17].

[18].

[19].

[20].

[21].

[22].

WWW.ijisrt.com

International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165

S. Pawirosumarto, P. K. Sarjana, and R. Gunawan, “The
effect of work environment, leadership style, and
organizational culture towards job satisfaction and its
implication towards employee performance in Parador
hotels and resorts, Indonesia,” Int. J. Law Manag., vol.
59, no. 6, pp. 1337-1358, 2017, doi: 10.1108/IJLMA-
10-2016-0085.

M. Nusari, M. Al Falasi, I. Alrajawy, G. Sayed Khalifa,
and O. Isaac, “The Impact of Project Management
Assets and Organizational Culture on Employee
Performance,” Int. J. Manag. Hum. Sci., vol. 2, no. 3,
pp. 2590-3748, 2018.

C. B. Purba, “the Correlation Between Transformational
Leadership,” vol. XXI, no. 40, pp. 436443, 2016.

M. Ahmad, “Pengaruh Lingkungan Kerja dan
Karakteristik Individu Terhadap Kinerja Karyawan PT.
Cassia Coop Sungai Penuh,” J. Benefita, vol. 4, no. 2, p.
377, 2019, doi: 10.22216/jbe.v4i2.3944.

C. W. Wulan, “PENGARUH LINGKUNGAN KERJA,
STRES KERJA, DAN MOTIVASI KERJA
TERHADAP KINERJA KARYAWAN (Studi Empiris
pada Kantor Regional PT. Bima Palma Nugraha),” J.
Iim. Mhs. FEB Univ. Brawijaya, vol. 8, no. 1, 2019.

S. J. Lo & Mayiliana Sianipar, Y., “THE EFFECTS OF
ORGANIZATIONAL CITIZENSHIP BEHAVIOUR
AS MEDIATOR ON ORGANIZATIONAL CULTURE
AND CAREER DEVELOPMENT TO IMPROVE
PERFORMANCE OF SATPOL PP AT DKI
JAKARTA,” Dinasti Int. J. Educ. Manag. Soc. Sci., vol.
1, no. 5, pp. 625637, 2020.

579


http://www.ijisrt.com/

	I. INTRODUCTION
	II. RESEARCH METHODS
	III. RESEARCH RESULT
	IV. DISCUSSION
	V. CONCLUSIONS AND SUGGESTIONS
	REFERENCES


