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INDEXING ABSTRACT

Keywords: The study aims to directly determine whether there is a significant

Keyword 1; Work Culture influence on work culture on employee performance productivity at the

Keyword 2; Employee Performance Landungsari Village Office, Dau District, Malang Regency. One of the
Productivity methods or techniques used in collecting data or information is

Keyword 3; Influence questionnaires, observation and documentation. The population in this

Keyword 4; Apparatus study was 50, as used for sampling using the total sampling method,

which means that the entire population will be used as a sample, so the
conclusion is that the sample used in this study was 50 samples. The data
analysis used in this study was using simple linear regression analysis, as
assisted by using SPSS 26 Software. The results found in this study were
that there was a significant influence on work culture on employee
performance productivity at the Landungsari Village Office, Dau District,
Malang Regency
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INTRODUCTION

One of the actions to be able to realize good governance is to take one of the
professional actions from the government apparatus as being able to provide a much
more professional public service. The professional referred to in this case is the level of
ability and level of expertise possessed by the government so that it can provide public
services in the village office is the most important indicator and its relationship, based
on information circulating in the community that the level of professionalism expected
by the village government must be upheld and prioritized. Government Regulation
which states that Being able to organize the existing government system as based on the
origins of the village, the indicator in organizing government elements will be used as a
tool and authority based on village regulations, namely all government affairs that
indirectly or directly can maximize the public service system that is in the government
and provincial and city and district circles.

The level of productivity has an important role as with the aim of being able to
maximize the level of welfare in the national circle, This is because productivity can be
strengthened to be able to produce goods and services. As expressed by (Siagian, 2010)
who said that basically the level of productivity can be interpreted as one of the output
indicators that can directly produce input or often known as the greatest input. This is
also in line with what was said by (Siagian, 2010) who said that the level of
performance productivity that exists in employees is not only seen from the results
achieved but should be taken action by the personnel who are directly expected to be
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involved in various organizational activities so that they can directly know and are
expected in programs that are of interest to the organization or among employees.

There are several indicators of productivity aspects, as expressed by
(Sedarmayanti, 2009) Among others, the level of relationship and the level of skills that
exist in leaders and employees. An action that can maximize productivity in employee
performance at the organizational level needs to be carried out by paying attention to
several indicators that can influence productivity, including: (a) the level of education
possessed by employees, which means that if the level of education that increases
directly can determine much better success. (Ardasanti et al., 2022) said that the level
of education can directly have a positive impact on employee performance, (b) Mental
health and physical health are one of the most important points in a company, which can
directly guarantee that each employee is able to manage performance, both overtime
and work, (Ulfiana et al., 2023) said that health affects employee work productivity, (¢)
A much better work environment can also directly have a positive impact on
maximizing productivity levels, this is also in line with what was expressed by (Fau and
Buulolo, 2023), (d) factors for managerial leadership style include motivational aspects
and are also able to direct that only to be able to work harder, (¢) The level of
motivation can also directly provide a much more effective leadership style to be able to
train subordinates or employees in a company. The level of motivation possessed by
each employee is not easy, but in each employee has an experienced background, this
can also directly provide a much different desire. (Hartanto and Siregar, 2022) which
states that motivation can influence employee work productivity, (f) equipment as it can
be used to have one of the actions that is much more effective towards an action in
performance productivity. Performance productivity which can help an employee who
has attention from the company, because directly the maximum level of performance
productivity can also provide much more maximum benefits to the company itself. As
expressed by (Pandji Anoraga, 2005) said that One of the most important factors that
exist on the part of employees or employees with the aim of being able to maximize
performance productivity includes protection and security even to a good level of
wages. While expressed by (Cahyono and Indira M, 2007) who said that the level of
productivity can also have an impact on labor and budget or capital.

Productivity plays a very important role as with the aim of being able to maximize
the welfare aspect which is based on existing reality or reality as a whole. There is
absolutely no type of activity carried out by humans which cannot also determine the
benefits in terms of performance productivity which can be increased as one of the
strengths to be able to produce much more in terms of goods and services. In this case,
increasing the level of employee performance productivity should be considered with
various comparisons between income and sacrifice. If the lower the sacrifice that will be
made to be able to achieve one of the income targets which is directly stated, the more
productive, on the other hand, if the level of requirements needed to achieve a certain
income is maximized, it can be said to be less productive or not at all. Based on the
results of this research, in accordance with the research expressed by (Suyadi, 2022)
states that work culture has a significant and positive influence on the performance of
the apparatus. Which means that according to the variables, the performance culture
variable is considered one of the most important things to be able to maximize the
performance system in the village office. (Andewi and Putri, 2025) stated that
performance culture can also directly have a significant and positive influence on
employee performance, in addition, a person's character can directly have a positive
impact on the level of performance of employees. (Andini and Purnama, 2023) said that
performance culture can directly have a significant and partial influence on employee
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performance. (Kusufa et al.,, 2023) stated that work environment variables, work
assessments and discipline have a significant effect on the level of employee
performance productivity in village offices. Work culture can be said to be one of the
more important indicators, besides that it can also play the most important role because
work culture can directly determine the success of an organization, both large-scale
organizations and small-scale organizations in rural areas. (Assagaf, 2012) who stated
that work culture can basically be said to be a philosophy which can function as an
indicator that can bind employees, this can also be directly ensured formally as in the
form of existing rules and regulations. This means that work culture is a set or
mechanism of beliefs and norms that will be developed in an organization, which can
also be used as a guideline for employee behavior.

RESEARCH METHOD

In this research, the author uses a quantitative descriptive method. In this research,
the collection technique is also observation, documentation, interviews and
questionnaires. The number of populations used in this research is 50, the technique
used in sampling in this study is total sampling, which means that the entire population
will be used as a sample. Therefore, the number of samples used in this study is 50. The
analysis technique used in this study is quantitative analysis, namely using simple linear
regression analysis, which is assisted by using SPSS 26 software.

RESULT AND DISCUSSION
RESULT
Validity Test

The purpose of the validity test is to be able to measure the validity of a
questionnaire, the validity test in this research uses a person correlation test or often
known as a product moment, which with the provisions used, for example if the
calculated R value is greater than the R table value, the data is declared valid and vice
versa (Ghozali, 2013). The results of the analysis can be seen in the following table.

Table 1. Results of Validity Test of Work Culture Variable Instrument

Variable Item  Corrected Item-Total — Tuple Information
Correlation (T nitung) Sig

Item 1 0.673 0.000 Valid

Item 2 0.843 0.000 Valid

Item 3 0.775 0.000 Valid

Work Culture 0 4 0.799 0.000 Valid
X) Item 5 0.767 0.281 0.000 Valid
Item_6 0.804 0.000 Valid

Source: Processed Data 2024
As found in the analysis results in the table, it can be seen that the culture variable
has a calculated R value much greater than the R table value (R table of 0.281), so the
conclusion that will be drawn in this study is that all question items on the performance
culture variable can be declared valid.



Table 2. Employee Performance Productivity Variable Instrument Validity Test Results

Variable Item Corrected Item-Total T'table Information
Correlation (T niung) Sig

Item 1 0.570 0.000 Valid
Employee Item 2 0.646 0.000 Valid
Performance Item_3 0.579 0.000 Valid
Productivity  Item_4 0.556 0281  0.000 Valid
Item 5 0.677 0.000 Valid
) Item 6 0.549 0.000 Valid

Source: Processed Data 2024
As found in the analysis results in the table, it can be seen that the culture variable
has a calculated R value much greater than the R table value (R table of 0.281), so the
conclusion that will be taken in this study is that all question items on the employee
performance productivity variable can be declared valid.

Reliability Test

As expressed by (Ghozali, 2013) who stated that in a reliability test it can be said
to be one of the measurement actions in existing research by calculating the Cronbach
Alpha value, a variable can be said to be reliable if the chromeus Alfa coefficient value
is much greater than 0.6. The results of the reliability test are presented as follows:

Table 3. Results of the Reliability Test of Work Culture Variables
Reliability Statistics
Cronbach's Alpha N of Items

0.774 6

Source: Processed Data 2024
As found in the analysis results in the table, it can be seen that the reliability test on the
work culture variable can be stated as reliable. This can be proven based on the
Cronbach's Alpha method (using a statistical test program) showing that the Cronbach's
Alpha value has a value of 0.774 which is greater than 0.06 (0.774> 0.06, so it can be
seen that the reliability test on the work culture variable can be stated as reliable.

Table 4. Results of the Employee Performance Productivity Variable Reliability Test
Reliability Statistics
Cronbach's Alpha N of Items
0.631 6
Source: Processed Data 2024
As found in the analysis results in the table, it can be seen that the reliability test

on the employee performance productivity variable can be declared reliable. This can be
proven based on the Cronbach's Alpha method (using a statistical test program) showing
the Cronbach's Alpha value has a value of 0.774 which is greater than 0.06 (0.631> 0.06,
so it can be seen that the reliability test on the employee performance productivity
variable can be declared reliable.

Normality Test

The purpose of this normality test is to see whether the data used in this study is
normal or not, this can be assisted by using the Kolmogorov-Smirnov method. The
criteria for testing the normality of this data are if the significant value is greater than
0.05 then the data is declared normal and vice versa. Therefore, this normality test can
be presented in the following table:



Table 5 Normality Test Results
One-Sample Kolmogorov-Smirnov Test

Unstandardized
Residual
N 50
Normal Parameters®® Mean .0000000
Std. Deviation 1.81352825
Most Extreme Differences  Absolute 126
Positive .086
Negative -.126
Test Statistic 126
Asymp. Sig. (2-tailed) .044¢

Source: Processed Data 2024
Based on the test results found in the table, it can be seen that the significant value
is much greater than 0.005 (Sig. (2-tailed) of 0.200, > a. = 0.05, (0.044 > 0.05), so it can
be seen that the data used in this study is declared normal. In this study, if the
distribution of existing points approaches one of the diagonal lines, the residual
information or data can be said to be normal and vice versa. Therefore, this normality
test can be presented in the following image:
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Figure 1. Normal P-Plot Graph
Source: Processed Data 2024

As found in the analysis results in the figure, it is known that in the distribution of

points directly known to approach a diagonal line, so the conclusion is that the data is
normally distributed.

Multicollinearity Test

In the multicollinearity test, it is known that whether there is a correlation or is
directly free from multigonarity symptoms, so that testing is carried out using the VIF
value and tolerance value, with the provision that if the value is greater than 10 or the
tolerance value is less than 0.10, then it can be stated that there is a multidimensional
symptom and vice versa.

Table 6. Multicollinearity Test Results

Model Collinearity Statistics
Tolerance VIF
Work Culture (X) 1.000 1.000

Source: Processed Data 2024
As found in the analysis results in the table, it can be said that the tolerance value
for the work culture variable is 1,000, which is greater than 0.10, while the VIF value for
the work culture variable has a value of 1.00, which means that it is greater than 10, so it
can be said that there are no symptoms of multiculturalism in this research.



Heteroscedasticity Test

The heteroscedasticity test uses the Glejser Test, which is used to determine
whether heteroscedasticity occurs or not, therefore it can be seen that if the significant
value is greater than 0.05, it can be concluded that there is no heteroscedasticity at all,
and vice versa. Therefore, in this heterotrophic test, it can be presented in the following
table:

Table 7. Heteroscedasticity Test Results

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Beta T Sig
1 Error
(Constant) 1.687 1.276 1.322 .192
Work Culture (X) -.013 .052 -.036 -.247 .806

Source: Processed Data 2024
As found in the results of the heteroscedasticity analysis, it can be seen that the
work culture variable has a value of -0.247> o = 0.05, so it can be seen that based on
decision making with the Glejser test, no heteroscedasticity was found, in addition, it
can also be seen in the scatterplot test which can be presented in the following image:
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Figure 2. Scatterplot (Heteroscedasticity Test)
Source: Processed Data 2024

Based on the test results found in the image above, it can be seen that in the
distribution of points that are random and can also be spread below the number 0 on the
Y axis. Therefore, it can be concluded that there is no heteroscedasticity in this research.

Simple Linear Regression Analysis Test

The intent and purpose of this simple linear regression analysis is as with the aim
of being able to directly find out whether there is an influence of the independent
variable on the dependent variable. In this simple linear regression analysis test, it can be
presented in the following table:

Table 8. Simple Linear Regression Analysis Results
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Beta T Sig
1 Error
(Constant) 10.815 1.983 5.455 .000
Work Culture (X) 581 .080 721 7.216 .000

Source: Processed Data 2024
Based on the results of the analysis found in the table, in this research the simple
linear regression equation is as follows:



Y =10,815 +0.581 (X)

As found in the existing calculation results, it can be seen that the regression
coefficient value for the work culture variable has a value of 0.581 and also has a
significant value of 0.000, which means that it is smaller than 0.05. Therefore, it can be
seen that work culture has a positive and significant influence on employee performance
productivity at the Landungsari Village Office, Dau District, Malang Regency.

Hypothesis Testing (t Test)

In hypothesis testing or known as the T Test, it is one of the actions that can test
whether the hypothesis is rejected or not. The hypothesis testing can be presented in the
following table:

Table 9. Results of the t Test (Partially)
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Beta T Sig
1 Error
(Constant) 10.815 1.983 5.455 .000
Work Culture (X) 581 .080 721 7.216 .000

Source: Processed Data 2024
As found in the results of the analysis and calculations in the table above, it can be
seen that the work culture variable has a value of 0.581 and a significant level of 0.000 <
0.05, tcount > ttable or 7.216 > 1.676, which means that it is less than 0.05. Therefore, it
can be seen that the work culture variable can have a positive and significant influence
on the productivity of employee performance at the Kesa Landungsari Office, Malang
Regency, which means that HO is rejected.

Coefficient of Determination (R?)

In testing the coefficient of determination, the aim is to find out how much influence the
independent variables have on the dependent variable, so that in testing the coefficient of
determination, it can be presented in the following table:

Table 10. Results of the Coefficient of Determination Test (R?)
Model Summary®
Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson
1 7212 .520 S10 1.83232 2.187
Source: Processed Data 2024

As in the test results, it is known that the results of the Determination Coefficient
(R2) analysis in the table, so it can be concluded that the termination coefficient value is
0.520 (52.0%) which means that there is an influence of work culture on, while 48% can
be influenced by other factors outside this study.

DISCUSSION

As found in the results of the analysis and calculations, it is known that the
regression coefficient value on Work Culture (X) is 0.581 which indicates that it is
positive and the Sig value is 0.000 <0.05. so it is known that there is a significant and
positive influence on employee performance productivity. Regarding the hypothesis
testing, it is known that the t-count value of the Work Culture variable (X) is 7.216
while the t-table value is 1.676. So, it is obtained t-count> t-table or 7.216> 1.676, so in
the hypothesis testing HO is rejected. This means that there is a positive and significant



influence of work culture on employee performance productivity at the Landungsari
Village Office, Dau District, Malang Regency.

Which means that work culture on employee performance productivity at the
village office is very important in increasing employee motivation, efficiency,
collaboration, and welfare, and can even have an impact on better public services.
Therefore, it is important for the leader of the Landungsari Village Office to build and
maintain a supportive work culture, with the aim that employee performance continues
to be productive and optimal in carrying out their duties. There are several criteria for
increasing employee performance productivity, including: motivation, job satisfaction,
collaboration, teamwork, discipline, innovation and self-development, open
communication and transparency, supportive leadership and work-life balance.

Based on the results of the analysis and discussion that have been discussed, this
research is in accordance with the research stated (Latifah, 2019) that work culture can
directly have a positive impact on employee performance, which means that it is
necessary to pay attention to a phenomenon in the Landungsari village office, Dau
District, Malang Regency, namely the lack of work culture, and coordination and
supervision have not been effective in making existing decisions. (Renouw et al., 2023)
states that work culture affects work productivity. The synergy of all these factors will
determine the level of effectiveness and performance of employees in an organization.
There is a theory of motivational factors and job satisfaction expressed by (Sutrisno,
2011) which states that productivity is a much better measure. A comparison of output
and input, the input is often limited by labor, but the output is always measured in units
of value or in physical form. According to (Hasibuan, 2010) stated that productivity is
one of the actions that is scientific and can also be calculated between the amount
produced during ongoing production. HR or often known as human resources can be
said to be one of the most strategic indicators in an organization. One of the recipes
stated by (Sofyan et al., 2019), and (Martalina et al., 2022) which states that work
culture has a positive effect on work productivity and commitment, and work ability has
a positive and significant effect on employee performance productivity in government
agencies.

CONCLUSION

As discussed in the results of the Analysis and discussion, so that in this research the
conclusion that will be raised is that there is a positive and significant influence of work
culture on employee performance productivity at the Landungsari Village Office, Dau
District, Malang Regency. Which means that work culture has an important role in
increasing the productivity of village office employee performance. A positive work
culture is characterized by motivation, teamwork, discipline, open communication, and
supportive leadership, so that it can increase employee satisfaction and work
enthusiasm. When employees feel supported, motivated, and appreciated, they tend to
work more efficiently and effectively. This has a direct impact on the quality of public
services provided to all levels of society. Conversely, a negative work culture can
reduce work enthusiasm, hinder productivity, and potentially reduce the quality of
service.
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