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Corresponding Author ? Abstract

This research was conducted to know the effect of organizational culture, work
motivation, work discipline, and work ethic on the performance of the
Widyaiswara human resource development agency of Bali province. This
research includes ex post facto research in the form of correlation because the
independent variables are not controlled directly, do not exist before, and are
not manipulated. The entire population of the Widyaiswara of the Bali Province
Human Resources Development Agency became the research sample. The
sampling technique used is the census method, which uses the entire
population as the research sample. All data were collected using a

Keywords questionr%aire Fechnique yvith a Likert scalg. The analysis process in this
research is assisted by using SPSS 24.0 for Windows. The results of the study
organizational culture; indicate that there is a significant influence between organizational culture,
performance; work motivation, work discipline, and work ethic on the performance of the
work discipline; Widyaiswara human resource development agency in the province of Bali. So it
work ethic; is very important to develop these four variables to support teacher

work mOtiVatiO”,' performance_
International Journal of Health Sciences © 2022.
This is an open access article under the CC BY-NC-ND license
(https://creativecommons.org/licenses/by-nc-nd/4.0/).

Contents

Abstract 719
1 Introduction 720
2 Materials and Methods 721

@ Universitas Pendidikan Ganesha, Singaraja, Indonesia
b Universitas Pendidikan Ganesha, Singaraja, Indonesia
¢ Universitas Pendidikan Ganesha, Singaraja, Indonesia
d Universitas Pendidikan Ganesha, Singaraja, Indonesia

719


http://www.sciencescholar.us/
https://doi.org/10.53730/ijhs.v6n2.7937
https://creativecommons.org/licenses/by-nc-nd/4.0/
http://crossref.org/crossmark/

720 e-1SSN: 2550-696X L p-ISSN: 2550-6978

3 Results and Discussions 723
4 Conclusion 733
Acknowledgments 733
References 734
Biography of Authors 737

1 Introduction

Widyaiswara comes from Sanskrit absorption words, namely Vidya (knowledge, knowledge, or learning), and
iswara (sound). In various texts, some interpret widyaiswara as the voice of truth, this is associated with the
main task of a widyaiswara is to convey up-to-date knowledge, and instill noble values to form a civil servant
figure who has character and has noble character and is competent in carrying out his dutiesprofessionally. In
contrast to the profession of lecturers and teachers, widyaiswara has tasks that are regulated in the
Regulation of the Minister of Empowerment of State Apparatus and Bureaucratic Reform Number 22 of 2014
concerning the Functional Positions of Widyaiswara and their Credit Scores. The student who are
heterogeneous in terms of age, education, position, tenure, and experience, require widyaiswra to position
themselves as facilitators and not teachers (Permana, 2019).

Morally, entering the world of Widyaiswara must be based on a pure intention to learn and share
knowledge (sheering of knowledge) in the intellectual and academic world of bureaucracy. Becoming a
Widyaiswara is a choice of profession in fulfilling the demands of being a capable and multi-talented human
being, who can set an example, always inspires, and provides solutions when students experience problems.
This expectation is in line with his duties and responsibilities in maintaining and always improving the quality
of the implementation of education and training that is in line with the demands of changing bureaucratic
organizations (Warrick, 2017; De Bono et al., 2014). Advances in information technology and public demands
for transparency and accountability in public services are external conditions as a threat as well as an
opportunity for organizations today. The Widyaiswara's responsibility is so great, that it needs to be balanced
with the abilities of the Widyaiswara. Widyaiswara's ability must be thoroughly tested so that he can do all the
work assigned to him correctly and produce perfect results, both in quantity and quality. For the Widyaiswara
to do their job correctly and produce the right results, there needs to be continuous and inherent supervision,
by looking at all the activities of the institution. Then the work that has been done must be assessed for the
results of the work, whether it is under what has been determined. The assessment of the Widyaiswara's work
is carried out by covering the results of the work, the period, and the behavior of the Widyaiswara who does it
(Darusman, 2020).

This assessment is known as performance appraisal, and can usually be related to time or work results
within a certain period. Performance is a form of success in achieving work according to or exceeding the
targets set through processes and mechanisms that apply within a certain period (Wolters & Brady, 2021). In
this regard, Atteberry & LaCour emphasizes that "performance" is the result of work that can be achieved by a
person or group of people in an organization, following their respective authorities and responsibilities, to
achieve the goals of the organization concerned legal, does not violate the law, and following morals and
ethics (Atteberry & LaCour, 2020).

A Widyaiswara should continue to develop himself and do not need to wait for orders from superiors
because a Widyaiswara must act as an "enquiring teacher". Widyaiswara should be open-minded and have
borderless action because in reality Widyaiswaras' activities cannot be separated between their duties as
functional officials within the scope of the bureaucracy, but their professional competence can continue to be
applied outside the bureaucratic world by entering professional domains that are more globalized
(Patahullah, 2022). Widyaiswara is a bureaucratic intellectual who can provide alternative solutions to
organizational performance problems with ideas for change, critical studies, and studies for progress and
improving the quality of organizational performance (Murphy t al, 1996; Taylor, 2005). The professional
attitude of the Widyaiswara will be sustainable if all roles can be played under their competencies in line with
developments and demands for change in all fields. If the Widyaiswara is still struggling with his own needs
and is unable to meet the needs of his environment, then there is only one option "time to die"(Widyastika &
Jannah, 2017).
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Leadership affects the performance of Widyaiswara, leadership is the behavior of a leader in regulating,
managing, and ordering his subordinates to do a given task and responsibility (Miller et al.,, 2002; Meriac, J. P.
2012). The behavior of a pleasant leader, nurturing, educating, and guiding will certainly make the
Widyaiswara happy by following what his superiors tell him to do. This will certainly be able to improve the
performance of Widyaiswara. Likewise, if the leader's behavior is unpleasant, not nurturing, not educating,
and not guiding, it will reduce their performance (Riesthuis et al., 2021).

Budget availability is also an obstacle that is often encountered in achieving individual and institutional
performance. In addition to performance, another output in the implementation of education and training is
the emergence of change projects in the form of innovation (Blair et al,, 2021). While at the outcome level,
alumni are expected to be able to encourage an innovative culture in the institution by being able to build
innovations according to the needs and capacity of the institution (Kocasarag, 2021). In addition, this
innovation is also expected to be able to improve services, both in terms of quality and quantity of services
(Afeli & Adunlin, 2022). However, innovations built by training participants often face obstacles, and some
innovations are not able to achieve medium and long-term targets (Gupta et al, 2020). Some innovations
made by education and training alumni are no longer used or even stopped altogether for thousands of
reasons (Kurzweil, 2018). In the learning process, the problems faced are curriculum, programs, and
leadership training subject matter which emphasizes the cognitive domain (seeing, remembering, and
thinking about information) and psychomotor (related to physical activity related to mental and psychological
processes) rather than the affective domain (regarding attitudes interests, emotions, values of life) (Inalcik &
Angin, 2021; Otto, 2021; Purnomo et al,, 2021).

The methods and materials taught will affect the learning interest of the training participants (Pratama et
al,, 2021). Everyone has their abilities and likes different learning methods, with these differences (Reddy &
Bubonia, 2020), "Widyaiswara" must be able to understand and carry out tasks based on organizational
culture, work motivation, discipline, and high work ethic so that the performance of the Widyaiswara will
increase. This study is intended to determine the performance of Widyaiswara in terms of organizational
culture, work motivation, work discipline, and work ethic (Marder et al., 2021; Kennedy, 2019).

2 Materials and Methods

This research includes ex post facto research in the form of correlation because the independent variables are
not controlled directly, do not exist before, and are not manipulated (Okon, 2022). The population in this
study was Widyaiswara at the Bali Province Human Resources Development Agency. The total sample is a
sample taken from the entire population of the Widyaiswara of the Human Resources Development Agency of
the Province of Bali as the research sample. This study uses five variables consisting of four independent
variables and one dependent variable. The independent variables in this study are organizational culture (X1),
work motivation (X2), work discipline (X3), and work ethic (X4). While the dependent variable in this study is
the performance of Widyaiswara (Y).

The data collection technique in this research is using a non-test technique in the form of a questionnaire
(Maksum et al., 2021). The non-test technique was used in this study because this study aims to find out about
the personality of Widyaiswara which is qualitative, such as organizational culture, work motivation, work
discipline, and work ethic, on the performance of Widyaiswara. The scale used in the questionnaire, namely
the Likert scale, is used to measure a person's attitudes, opinions, and perceptions about a social phenomenon
(Drouet et al.,, 2021). So a questionnaire with a Likert scale is very appropriate to use to find data on the
influence of organizational culture, work motivation, work discipline, and work ethic on the performance of
Widyaiswara.

The preparation of organizational culture instruments, work motivation, work discipline, work ethic, and
Widyaiswara performance will be collected in the form of a questionnaire sheet consisting of 32-40
statements/questions presented with an interval scale consisting of SA = strongly agree, A = agree, U =
undecided, D = disagree, and SD = strongly disagree (Divayana et al., 2019; Divayana et al., 2020; Divayana et
al, 2021; Shana et al., 2021). This research uses the descriptive statistical analysis method. All forms of
statistical analysis in this study used SPSS 24.0 for Windows.
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Normality test

The normality test of the data in this study used Kolmogorov-Smirnov statistics on organizational culture,
work motivation, work discipline, work ethic, and student performance. The decision criteria used are if the
significance number obtained is more than 0.05 (significance > 0.005) then the data comes from a normally
distributed population and if the significance number obtained is less than or equal to 0.05 (significance
<0.05) then the data does not come from a normally distributed population (Wuryaningrum et al., 2020).

Linearity test

The linearity test was conducted to determine whether there was a relationship between the dependent
variable and the independent variable in a study. Regression analysis can be done if the relationship between
each independent variable and the dependent variable is linear. The decision criteria used in the linearity test
are, if the significance number obtained is more than 0.05 (Sig. > 0.05), then the form of the relationship
between the two independent variables and the predicate is linear, whereas if the significance score obtained
is less than or the same with 0.005 (Sig. <0.05, the form of the relationship between the independent variable
and the dependent variable is not linear (Atilgan & Tukel, 2021).

Multicollinearity test

The multicollinearity test using SPSS 24.0 for Windows was carried out using a regression test, with a
benchmark value of VIF (variance inflation factor) and the correlation coefficient between the independent
variables. The criteria used in the multicollinearity test are i) if the VIF value is around 1 or has a tolerance
close to one, then it can be said that there is no multicollinearity problem in the regression model, ii) if you are
efficient in the correlation between the independent variables is less than 0.05 then there is no
multicollinearity problem (Setiawan & Wulandari, 2020).

Autocorrelation test

The technique used to test the autocorrelation is to determine the Durbin-Watson coefficient on the linear
regression model of the SPSS 24.0 for the Windows program. The test criteria that apply to the
autocorrelation test are the d values ranging between 0 and 4, namely 0 < 4. Autocorrelation does not occur if
the value of d = 2. If there is a positive autocorrelation, then the d value is close to 0. On the other hand, if
there is a negative autocorrelation, then the d approaches 4 (Konakli & Uysal, 2022).

Heteroscedasticity test

Heteroscedasticity occurs in regression if the error variance (¢_i) for some x values is not constant or varies.
Find out whether the error variance is constant or not, it can be done by drawing a graph between y " and the
residue (y -y ) (Weiss et al,, 2020).

Model interpretation and modification

Inferential statistical analysis was used to test the hypothesis by using product-moment correlation, partial
correlation, and multiple regression analysis. The data in the study were obtained through the distribution of
questionnaires (Kaya, 2021).

First Hypothesis Testing

Ho: There is no significant influence of organizational culture on the performance of BPSDM Widyaiswara in
Bali Province

H1: There is a significant influence of organizational culture on the performance of BPSDM Widyaiswara Bali
Province
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Second Hypothesis Testing

Ho: There is no significant effect of work motivation on the performance of BPSDM Widyaiswara in Bali
Province.

H1: There is a significant effect of work motivation on the performance of the BPSDM Bali Province
widyaiswara

Third Hypothesis Testing

Ho: There is no significant effect of work discipline on the performance of BPSDM Widyaiswara in Bali
Province.

H1: There is a significant influence of work discipline on the performance of BPSDM Widyaiswara Bali
Province

Fourth Hypothesis Testing:
Ho: There is no significant effect of work ethic on the performance of BPSDM Widyaiswara in Bali Province.
H1: There is a significant effect of work ethic on the performance of BPSDM Bali Province widyaiswara

For testing the first, second, third, and fourth hypotheses, the product-moment correlation is used with the
following steps (Sugiharni et al., 2018):

_ N (ZXY) — X)) &)
VINZX? = EX)HNEY? - (2V)%

Fifth hypothesis testing

Ho: There is no significant effect of organizational culture, work motivation, work discipline, and work ethic
simultaneously on the performance of BPSDM Widyaiswara Bali Province.

H1: There is a significant influence of organizational culture, work motivation, work discipline, and work ethic
simultaneously on the performance of BPSDM Widyaiswara Bali Province.

The fifth hypothesis testing was using multiple regression analysis.

3 Results and Discussions
Normality test of data distribution

The normality test aims to ensure that the data used in this study comes from a normally distributed
population. The summary of the results of the normality test can be seen in Table 1.

Tablel
One-Sample Kolmogorov-Smirnov Test

Standardized Residual

N 20
Normal Mean 0.0000000
Parametersab Std. Deviation 0.88852332
Most Extreme Absolute 0.184
Differences Positive 0.111

Negative -0.184
Test Statistic 0.184
Asymp. Sig. (2-tailed) .073¢

a. Test distribution is Normal.
b. Calculated from data.
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Table 1 shows that the value of Sig. of 0.073 indicates that the value of Sig. > 0.05. So it can be concluded that
organizational culture, work motivation, work discipline, work ethic, and Widyaiswara's performance come
from a normally distributed population.

Linearity test and significance of regression direction

After calculating the linearity test and the significance of the organizational culture regression direction (X1)
on the performance of Widyaiswara (Y), the variance of this model is as follows:

Table2
Linearity test results (Y) of (X1)

Number of Average Square
Squares df F Sig.
Combination 1373.383 14 98.099 2.259 0.189
Widyaiswara Between groups Linearity 853.991 1 853.991 19.662 0.007
Performance* Linearity
Organizational Deviation 519.392 13 39.953 0.920 0.588
culture In Group 217.167 5 43.433
Total 1590.550 19

Based on the results of the analysis in table 2, it can be seen that the Sig value in the Deviation from the
Linearity line is 0.588. Because the value > «, or 19.662 > 0.05, it can be concluded that the variable of
Widyaiswara's performance (Y) and organizational culture (X1) on the relationship or form of regression is
indeed linear.

Testing the significance of the regression direction is done by testing the null hypothesis (Ho) which states
that the regression direction coefficient is not significant, against the alternative hypothesis (H1) which states
that the regression direction coefficient is significant or significant. In table 4.13 it can be seen that the F
linearity value is 19.662 and the significance value (sig) is 0.007. With a significance level of a = 0.05, the sig
value is much smaller than 0.007 <0.05. Thus, the null hypothesis is rejected, meaning that the regression
direction coefficient is significant or significant.

The results of the calculation for the Widyaiswara performance variable (Y) on work motivation (X2) can be
seen in Table 3 as follows.

Table3
Linearity test results (Y) of (X2)

NI 1OBr G Average Square
Squares df F Sig.
Combination 1486.050 16 92.878 2.666 0.228
Widyaiswara Linearity 715.827 1 715.827 20.550 0.020
Between groups . .

Performance* Linearity

Work Deviation 770.223 15 51.348 1474 0421

Motivation In Group 104.500 3 34.833
Total 1590.550 19

Based on the results of the analysis in table 3, it can be seen that the Sig value in the Deviation from the
Linearity line is 1.474 with a significance level (Sig) of 0.421. Because of the value of Sig > a, or 0.421 > 0.05, it
can be concluded that there is a linear relationship between the performance variables of Widyaiswara (Y)
and work motivation (X2).

In table 3, it can be seen that the F Linearity value is 20.550 with a significance value (sig) of 0.020. With a
significance level of a = 0.05, the sig value is much smaller than 0.020 < 0.05. Thus, the null hypothesis is
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rejected, and the alternative hypothesis is accepted, meaning that the regression direction coefficient is
significant or significant. The results of the calculation for the Widyaiswara performance variable (Y) on work
discipline (X3) can be seen in Table 4 as follows.

Table 4
Linearity Test Results (Y) of (X3)

B0 Average Square
Squares df §¢~>4 F Sig.
Combination 1233.550 13 92.888 1.595 0.293
Widyaiswara Linearity 1061.416 1 1061.416 17.839 0.006

Between groups . .
Performance* Linearity
Work Deviation 172.134 12 14.344 0.241 0.983
Discipline In Group 357.000 6 59.500
Total 1590.550 19

Based on the results of the analysis in table 4, it can be seen that the Sig value in the Deviation from the
Linearity line is 0.241 with a significance level (Sig) of 0.983. Because of the value of Sig > a, or 0.983 > 0.05, it
can be concluded that there is a linear relationship between the performance variables of Widyaiswara (Y)
and work discipline (X3).

In table 4, it can be seen that the F Linearity value is 17.839 with a significance value (sig) of 0.020. With a
significance level of a = 0.006, the sig value is much smaller than 0.006 <0.05. Thus, the null hypothesis is
rejected, and the alternative hypothesis is accepted, meaning that the regression direction coefficient is
significant or significant. The results of the calculation for the Widyaiswara performance variable (Y) on work
ethic (X4) can be seen in Table 5 as follows.

Table 5
Linearity Test Results (Y) of (X4)

AITulIo s Average Square
Squares df F Sig.
Combination 1476.250 12 123.021 7.534 0.006
S Linearity 740.103 1 740.103 45.326 0.000
Widyaiswara Between groups ;. .

Performance* Lme-ar?cy

Work Ethic Deviation 736.147 11 66.922 4.098 0.063

In Group 114.300 7 16.239
Total 1590.550 19

Based on the results of the analysis in table 5, it can be seen that the Sig value in the Deviation from the
Linearity line is 4.098 with a significance level (Sig) of 0.036. Because of the value of Sig > a, or 0.063 > 0.05, it
can be concluded that there is a linear relationship between the variables of Widyaiswara's performance (Y)
and work ethic (X4).

In table 5, it can be seen that the F Linearity value is 45.326 with a significance value (sig) of 0.000. With a
significance level of a = 0.006, the sig value is much smaller than 0.000 <0.05. Thus, the null hypothesis is
rejected, and the alternative hypothesis is accepted, meaning that the regression direction coefficient is
significant or significant.

Autocorrelation Test

Organizational Culture Autocorrelation Test (X1) on Widyaiswara Performance (Y) is as follows.
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Table 6
Autocorrelation test analysis between X1 of Y

Model R R Square Adjusted R Square Durbin-Watson
1 0.733 0.537 0.511 1.977

Table 6 shows the Durbin-Watson of 1.977 with a = 5%, n = the amount of data, K = the number of
independent variables found the value of dL = 0.8943 and the value of dU = 1.8268, K = 4 and n = 20 (see
table). If the guidelines for accepting or rejecting the null hypothesis are considered, then what is fulfilled is
dU< d < (4 - dU) because dU = 1.8268 is smaller than d = 1.977 and d = 1.977 is smaller than 4 - dU = 4 -
1.8268 = 2.1732. Mathematically stated 1.8268 < 1.977 < 2.1732, so according to the guidelines, the
conclusion that can be drawn is that in the research data above, there is no autocorrelation between
organizational culture (X1) and Widyaiswara's performance (Y).

The Autocorrelation Test of Work Motivation (X2) on Widyaiswara's Performance (Y) is as follows.

Table 7
Analysis of the autocorrelation test between X2 and Y

Model R R Square  Adjusted R Square Durbin-Watson
1 0.671 0.450 0.419 1.859

Table 7 shows the Durbin-Watson of 1.859 with a = 5%, n = the amount of data, K = the number of
independent variables found the value of dL = 0.8943 and the value of dU = 1.8268, K = 4 and n = 20 (see
table) . If the guidelines for accepting or rejecting the null hypothesis are considered, then what is fulfilled is
dU< d < (4 - dU) because dU = 1.8268 is smaller than d = 1.859 and d = 1.859 is smaller than 4 - dU = 4 -
1.8268 = 2.1732. Mathematically stated 1.8268 < 1.895 < 2.1732, so according to the guidelines, the
conclusion that can be drawn is that in the research data above, there is no autocorrelation between work
motivation (X2) and Widyaiswara's performance (Y).

The Autocorrelation Test of Work Discipline (X3) on Widyaiswara Performance (Y) is as follows.

Table 8
Autocorrelation test analysis between X3 and Y

Model R R Square Adjusted R Square Durbin-Watson
1 0.888 0.788 0.732 1.918

Table 8 shows the Durbin-Watson of 1.918 with o = 5%, n = the number of data, K = the number of
independent variables found the value of dL = 0.8943 and the value of dU = 1.8268, K = 4 and n = 20 (see
table) . If the guidelines for accepting or rejecting the null hypothesis are considered, then what is fulfilled is
dU< d < (4 - dU) because dU = 1.8268 is smaller than d = 1.616 and d = 1.616 is smaller than 4 - dU = 4 -
1.8268 = 2.1732. Mathematically stated 1.8268 < 1.918 < 2.1732, so according to the guidelines, the
conclusion that can be drawn is that in the research data above, there is no autocorrelation between work
discipline (X3) and Widyaiswara's performance (Y).

The Autocorrelation Test of Work Ethic (X4) on Widyaiswara's Performance (Y) is as follows.

Table 9
Autocorrelation $$ between X3 and Y

Model R R Square Adjusted R Square Durbin-Watson
1 0.682 0.465 0.436 2.347
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Table 9 shows the Durbin-Watson of 2,347 with a« = 5%, n = the number of data, K = the number of
independent variables found the value of dL. = 0.8943 and the value of dU = 1.8268, K = 4 and n = 20 (see
table) . If the guidelines for accepting or rejecting the null hypothesis are considered, then what is fulfilled is
dU< d < (4 - dU) because dU = 1.8268 is smaller than d = 1.616 and d = 1.616 is smaller than 4 - dU = 4 -
1.8268 = 2.1732. Mathematically stated 1.8268 < 2.347 < 2.1732, so according to the guidelines, the
conclusion that can be drawn is that in the research data above, there is no autocorrelation between work
ethic (X4) and Widyaiswara's performance (Y).

Multicollinearity Test
Organizational Culture Multicollinearity Test (X1) on Widyaiswara Performance (Y) is as follows.

Table 10
Results of Multicollinearity Test Analysis X1 Y

Nonstandard Standard . . .
Model Coefficient Coefficient t Sig Statistical Collinearity
B Std.Error Beta Tolerance VIF
Constant 1.802 17.973 0.100 0.921
Organizational culture 0.836 0.183 0.733 4568 0.000 1.000 1.000

Based on table 10 the VIF value of the organizational culture variable (X1) is 1,000, so the tolerance is 1,000.
When viewed from the tolerance of the variable is greater than 0.1 and the VIF value is below 10, it can be
concluded that the regression is free from multicollinearity.

Multicollinearity Test of Work Motivation (X2) on Widyaiswara Performance (Y) is as follows.

Table 11
Results of Multicollinearity Test Analysis X2 Y

Nonstandard Standard - . .
Model Coefficient Coefficient t Sig Statistical Collinearity
B Std.Error Beta Tolerance VIF
1 Constant 10.810 19.403 0.568 0.577
Work Motivation 0.691 0.180 0.671 3.838 0.001 1.000 1.000

Based on table 11 the VIF value of the work motivation variable (X2) is 1,000, so the tolerance is 1,000. When
viewed from the tolerance of the variable is greater than 0.1 and the VIF value is below 10, it can be concluded
that the regression is free from multicollinearity.

The Multicollinearity Test of Work Discipline (X3) on Widyaiswara Performance (Y) is as follows.

Table 12
Multicollinearity Test Results X3 Y

Nonstandard Standard . . .
Model Coefficient Coefficient t Sig Statistical Collinearity
B Std.Error Beta Tolerance VIF
Constant -3.567  14.565 -0.245 0.577
Work Discipline 0.859 0.143 0.817 6.009 0.001 1.000 1.000
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Based on table 12, the VIF value of the work motivation variable (X3) is 1,000, so the tolerance is 1,000. When
viewed from the tolerance of the variable is greater than 0.1 and the VIF value is below 10, it can be concluded
that the regression is free from multicollinearity.

The Multicollinearity Test of Work Ethic (X4) on Widyaiswara Performance (Y) is as follows.

Table 13
Results of Multicollinearity Test Analysis X4 Y

izl Szldel Statistical Collinearity
Model Coefficient Coefficient t Sig
B Std.Error Beta Tolerance VIF
1 Constant 4.513 20.054 0.225 0.824
Work Ethic 0.975 0.246 0.682 3.958 0.001 1.000 1.000

Based on table 13 the VIF value of the work motivation variable (X3) is 1,000, so the tolerance is 1,000. When
viewed from the tolerance of the variable is greater than 0.1 and the VIF value is below 10, it can be concluded
that the regression is free from multicollinearity.

Heteroscedasticity test

The heteroscedasticity test aims to test whether in the regression model there is an inequality of variance
from the residual of one observation to another observation. If the variance of the residual from one
observation to another observation remains, it is called homoscedasticity and if it is different it is called
heteroscedasticity. The following are the results of the heteroscedasticity test in this study

Scatterplot
Dependent Variable: KINERJA WIDYAISWARA (Y)
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Figurel. Diagram of Heteroscedasticity Test Results from X1, X2, X3, X4, and Y

Based on Figure 4.10, it can be observed that the points spread evenly and evenly, both above and below the
X-axis and above and below the Y-axis. Randomly spread out and do not form a certain pattern. Then there is a
constant variance and the regression model is feasible and well used to predict the relationship between
organizational culture, work motivation, work discipline, and work ethic in the performance of Widyaiswara.
This shows that the regression model between variables is valid as a forecasting tool.
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Hypothesis testing

Research data that has met the requirements which include normality test, linearity test, multicollinearity test,
autocorrelation test, and heteroscedasticity test, are declared to be able to continue hypothesis testing with
product-moment correlation, multiple regression analysis, and partial correlation. In this study, five
hypotheses were tested. The first, second, third, and fourth hypothesis tests use the product-moment
correlation, while the fifth hypothesis test uses regression analysis.

First hypothesis test
Based on data analysis using SPSS 24 for Windows, the calculation of Y regression on X1 found the regression
equation Y = 9.146 + 0.827 X1. Testing the significance and linearity of the relationship between

organizational culture and Widyaiswara's performance can be seen in table 14.

Table 14
Test of Significance and Linearity of Organizational Culture Regression on Widyaiswara Performance

‘f’/g;‘i;‘:t?ozf DK JK RIK F  F-Table (0.05) R R2 B Info
Regression (reg) 1  739.177 739.177 14.199 2.870 - i i
Residue (res) 18 937.023  52.057 - - - - -
Total 19 1676200 ; : i ; : : Sig.
Constant - - - - - - - 9.146
X4 - - - 14.199 2.870 0.664 0441  0.827

Based on table 14, it can be concluded that ¥ = 9.146 + 0.827 X1 with Freg = 14,199 and F-table (a = 0.05) =
2.870 is significant and linear, because Freg> F-table. Based on the analysis with SPSS 24.0 for Windows, the
correlation between organizational culture and Widyaiswara performance obtained r of 0.664. This means
that r = 0.664 is significant at = 0.05 (r-table = 0.444) with an effect of 44.1%. Thus the null hypothesis (HO) is
rejected and the research hypothesis (H1) is accepted. The correlation coefficient is 0.664 with t = 4.568. This
means that the significant influence of organizational culture on the performance of the Widyaiswara of the
Human Resources Development Agency of Bali Province is significant at p < 0.05.

Second hypothesis test
Based on data analysis using SPSS 24.0 for Windows, the calculation of Y regression over X2 found the
regression equation for the line Y = 16,410 + 0,756 X2. Testing the significance and linearity of the

relationship between work motivation and Widyaiswara's performance can be seen in table 15.

Table 15
Test of Significance and Linearity of Work Motivation Regression on Widyaiswara Performance

Source of

Variation DK JK RJK F F-Table (0.05) R R2 B Info
Regression (reg) 1 679.838 679.838 12.282 2.870 - - -
Residue (res) 18 996.326  55.353 - - - - -
Total 19 1676.200 - - - - - - Sig.
Constant - - - - - - - 16.410
Xz - - - 12.282 2.870 0.637 0373  0.756
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Based on table 15, it can be concluded that Y = 16,410 + 0,756 X2 with Freg = 12,282 and F-table = 2,870 is
significant and linear, because Freg> F-table. Based on the analysis with SPSS 24.0 for Windows, the
correlation between work motivation and Widyaiswara performance obtained r = 0.637. This means that r =
0.637 is significant at = 0.05 (r-table = 0.444) with an effect of 37.3%. Thus the null hypothesis (HO) is rejected
and the research hypothesis (H1) is accepted. The correlation coefficient is 0.637 with t= 3.383. This means
that the significant effect of work motivation on the performance of the Widyaiswara of the Bali Province
Human Resources Development Agency is significant at p < 0.05.

Third hypothesis test

Based on data analysis using SPSS for windows, the regression calculation Y over X3 found the regression
equation for the line Y = -1.351 + 0.945 X3. Testing the significance and linearity of the relationship between
work discipline and Widyaiswara's performance can be seen in table 16

Table 16
Test of significance and linearity of work discipline regression on Widyaiswara performance

%Zfigct?o?]f DK JK RIK F  F-Table(0.05) R R2 B Info
Regression(reg) 1  1090.154 1090.154 33.483 2.870 - - -
Residue (res) 18 586.046  55.353 - - - - -
Total 19 1676.200 - - - - - - Sig.
Constant - - - - - - - -1.351
X3 - - - 33.483 2.870 0.806 0.650 0.945

Based on table 16 it can be concluded that ¥ = -1.351 + 0.945 X3 with Freg = 33,483 and F-table (a=0.05) =
2.870 is significant and linear, because Freg> F-table. Based on the analysis with SPSS 24.0 for Windows, the
correlation between work discipline and Widyaiswara performance obtained r = 0.806. This means that r =
0.806 is significant at = 0.05 (r-table = 0.444) with an effect of 65%. Thus the null hypothesis (HO) is rejected
and the research hypothesis (H1) is accepted. The correlation coefficient is 0.806 with t = 6.009. This means
that the significant influence of work discipline on the performance of the Widyaiswara of the Human
Resources Development Agency of the Province of Bali is the significant at p < 0.05

Fourth hypothesis test

Based on data analysis using SPSS 24.0 for Windows, simple regression calculation Y over X4 found the line
regression equation Y = -1.351 + 0.945 X4. Testing the significance and linearity of the relationship between
work ethic and Widyaiswara's performance can be seen in table 17

Table 17
Test of Significance and Linearity of Work Ethic Regression on Widyaiswara Performance

?/gfi;?o?]f DK  JK RIK F  F-Table(0.05) R R2 B Info
Regression (reg) 1  1090.154 1090.154 33.483 2.870 - - -
Residue (res) 18 586.046  55.353 - - - - -
Total 19 1676.200 - - - - - - Sig.
Constant - - - - - - - -1.351
X4 - - - 33.483 2.870 0.806 0.650 0.945
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Based on table 17 it can be concluded that Y = -1.351 + 0.945 X4 with Freg = 33,483 and F-table (a=0.05) =
2.870 is significant and linear, because Freg> F-table. Based on the analysis with SPSS 24.0 for Windows, the
correlation between work ethic and Widyaiswara performance obtained r = 0.806. This means that r = 0.806
is significant at = 0.05 (r-table = 0.444) with an effect of 65%. Thus the null hypothesis (HO) is rejected and the
research hypothesis (H1) is accepted. The correlation coefficient is 0.806 with t = 3.958. This means that the
significant influence of work ethic on the performance of the Widyaiswara of the Human Resources
Development Agency of the Province of Bali is the significant at p < 0.05

Fifth hypothesis test

Based on data analysis using SPSS 24.0 for Windows, the multiple regression calculation Y to X1, X2, X3, and
X4 found the regression equation ¥ = -24.301 + 0.410X1+ -0.050X2 + 0.655X3 + 0.230X4. Testing the
significance and linearity of the relationship between organizational culture, work motivation, work
discipline, and work ethic on Widyaiswara's performance can be seen in table 18.

Table 18
Test of significance and linearity of organizational culture regression, work motivation, work discipline, and
work ethic on Widyaiswara performance

Source of

Variation DK JK RJK F F-Table (0.05) R R2 B Info
Regression (reg) 4  1235.830 308.957 10.524 2.870 - - -
Residue (res) 15 586.046  55.353 - - - - -
Total 19 1676.200 - - - - - -
Constant - - - - - - - -24.301 Sig.
X1 0.410
X2 -0.050
Xy - - - 10.524 2.870 0.859 0.737 0.655
X4 0.230

Based on table 4.19 it can be concluded that Y = -24.301 + 0.410X1 + -0.050X2 + 0.655X3 + 0.230X4 with Freg
= 10.524 and F-table (x=0.05) = 2.870 is significant and linear, because Freg> F-table. Based on the analysis
with SPSS 24.0 for Windows the correlation between organizational culture, work motivation, work discipline,
and work ethic on the performance of Widyaiswara, was obtained r = 0.859. This means that r = 0.859 is
significant at = 0.05 (r-table = 0.444) with an effect of 73.7%. Thus the null hypothesis (HO) is rejected and the
hypothesis (H1) is accepted. The summary of the regression and regression analysis due to the dependent
variable on the independent variable is presented in table 19.

Table 19
Summary of data analysis results relationship between variables

Relationship between . . . Correlation Effective
Variables Regression Line Equation coefficient Influence (%) Contribution (%)
XitoY Y=9.146 + 0.827 X1 0.664 441 35.26
X2toY Y=16.410+0.756X> 0.637 37.3 -11.74
XstoY Y=-1351+0.945X3 0.806 65.0 43.55
XstoY Y=-1.351+0.945 X4 0.806 65.0 11.80
Y =-24.301+0.410X1
X1,X2, X3, Xst0 Y +-0.050Xz + 0.655X3 0.859 73.7 78.87
+0.230X4
Information Significant and Linear Significant - -

Mudita, I. W., Yudana, I. M., Natajaya, I. N., & Ariawan, I. P. W. (2022). The influence of organizational culture, work
motivation, work discipline, and work ethic on the performance of Widyaiswara human resources development agency of Bali
Province. International Journal of Health Sciences, 6(2), 719-737. https://doi.org/10.53730/ijhs.v6n2.7937



732 e-1SSN: 2550-696X L p-ISSN: 2550-6978

The summary of the partial correlation analysis can be seen in table 20.

Table 20
Summary of Partial Correlation Analysis Results

Coefficients 2
Unstandardized Standardized

Mot Coefficients Coefficients . Lonnelz o
Std T Sig. Zero-
(Constant) B ’ Beta ero Partial Part
Error order
Organizational - 46 343 0.329 1310 0210 0664 0320 0.173
1 Culture
Work Motivation -0.050 0.317 -0.042 -0.156 0.878 0.637 -0.040 -0.021
Work Discipline 0.655 0.216 0.559 3.028 0.008 0.806 0.616  0.401
and Work Ethic 0.230 0.292 0.146 0.788 0.443 0.645 0.199 0.104

a. Dependent Variable: Widyaiswara's performance

Based on table 20, the partial correlation of organizational culture is 0.320, work motivation is -0.040, work
discipline is 0.616, and work ethic is 0.199. This means that the relationship between organizational culture
and Widyaiswara's performance is low, work motivation and Widyaiswara's performance is very low, and
work ethic with Widyaiswara's performance is strong.

In simple terms, performance is the result of work and work behavior that has been achieved in
completing the tasks and responsibilities given within a certain period. Performance is the value of a set of
employee behaviors that contribute, both positively and negatively to the fulfillment of organizational goals.
Referring to the Regulation of the Head of State Administration No. 5 of 2008 concerning Widyaiswara
Competency Standards in measuring their performance include 1) learning management competencies, ii)
personality competencies, iii) social competencies, and iv) substance competencies.

The results of descriptive analysis showed that the performance of Widyaiswara of the Human Resources
Development Agency of Bali Province was 58.3% in the high category, 34.4% in the very high category, and
3.8% in the medium category.

Organizational culture is the values and attitudes that have been believed by employees so that they have
become employee behavior in everyday life (Dragomyretska et al, 2022). Attitudes and values that have
crystallized in the organization will lead employees to behave according to the attitudes and values that are
believed. Organizational culture is formed from the subjective perception of organizational members to the
values of innovation, risk tolerance, pressure on the team, and people's support. This overall perception will
shape the organizational personality culture. Furthermore, organizational culture will affect employee
performance and satisfaction, support / not support. According to Miller in Edy Sutrisna there are 8 (eight)
aspects of organizational culture, namely i) goals, ii) consensus, iii) excellence, iv) unity, v) empirical, vi)
achievement, vii) intimacy, and viii) integration.

The results of the descriptive analysis show that in most of the Widyaiswara organizational culture of the
Human Resources Development Agency of Bali Province 52% is in the very good/very high category and 42%
is in the good/high category, and 4% is in the medium category.

Work motivation is the driving force in a person that causes someone to act or act to do a job to achieve a
goal. Motivation is very important for every Widyaiswara in carrying out their duties as national teachers.
According to Maslow, there are 5 (five) basic human needs in life, starting from i) physiological needs, ii)
security, iii) social, iv) reward, and v) self-actualization. The five categories are interrelated in the form of an
ordered hierarchy, in which one category of needs only becomes active after a lower level of need is satisfied.

The results of the descriptive analysis showed that most of the work motivation of Widyaiswara of the
Human Resources Development Agency of Bali Province 58% was in the high category and 32.8% was in the
very high category, and 7.2% was in the medium category.

Work discipline is an attitude or behavior that shows the loyalty of a person or group of people to obey the
rules that have been set by the agency or organization so that it is hoped that the work done is effective and
efficient (Dunn et al., 2020). Work discipline is a person's awareness and willingness to obey all applicable
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institutional regulations and social norms, such as the attitude of a person who voluntarily obeys all
regulations, and is aware of his duties, and is responsible for his duties, and behavior. and his actions are
under the rules of interaction, both written and unwritten (Akhan & Kocaaga, 2022). There are 4 (four)
aspects of work discipline, namely i) punctuality, ii) compliance with regulations, iii) responsibility, and iv)
work skills in the field of work (Di Meglio, 2022).

The results of the descriptive analysis show that most of the Widyaiswara work disciplines at the Human
Resources Development Agency of Bali Province 58.3% are in the high category and 34.3% are in the very
high category, and 3.8% are in the medium category (Lam & Gurland, 2008; Arshadi, 2010). Work ethic is the
work spirit possessed by humans to work better and to gain added value in their lives (Dal & Sahin, 2020).
Organizations that are successful in building a high employee work ethic will encourage the organization to
achieve success in achieving organizational goals (Kasimoglu, 2021). Employees who have a high work ethic
are one the sources of organizational excellence to compete on a global scale and develop without limits (Cho
et al,, 2021). Work ethic is a set of basic attitudes or views held by employees to assess work as a positive
thing for improving the quality of life so that it affects their work behavior in the organization (Cho et al,,
2021). Work ethic according to Max Weber is an attitude towards the meaning of work as a driving force for
business success and development (Hadi et al., 2022). The results of the descriptive analysis show that most of
the Widyaiswara work disciplines at the Bali Province Human Resources Development Agency 57.4% are in
the high category and 36.3% are in the very high category, and 3.9% are in the medium category.

4 Conclusion

Organizational culture (X1), work motivation (X2), work discipline (X3), and work ethic (X4) have a direct
effect on the performance of Widyaiswara (Y) in the Human Resources Development Agency of Bali Province.
The magnitude of the influence of X1, X2, X3, and X4 on Y in productive Widyaiswara is 73.7%. Referring to
these findings, the conclusion in this study is that organizational culture, work motivation, work discipline,
and work ethic have a direct effect on the performance of productive Widyaiswara in the Human Resources
Development Agency of Bali Province. These findings, inform that organizational culture, work motivation,
work discipline, and high work ethic are expected to improve the performance of Widyaiswara in the Human
Resources Development Agency of Bali Province. In the future, it is necessary to further investigate the
indicators of several factors that affect the performance of productive Widyaiswara in the Human Resources
Development Agency of Bali Province.
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