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Abstract
Villages and sub-districts in Jayapura city are public organizations that provide ser-
vice to the community. Villages and urban organizations require leadership, organiza-
tional culture and strong work motivation to support performance improvement. This 
research was conducted in 39 villages and sub-districts in the city of Jayapura. The 
population of this study was permanent employees in the villages and sub-districts in 
the city of Jayapura, which numbered 96 employees. All populations were chosen as 
research respondents, this research was census research. The analytical tool used in the 
research is Partial Least Square (PLS). The results of the study show that, first, direct 
leadership has no significant effect on employee performance, second, organizational 
culture has a significant effect on employee performance, third, leadership has a signifi-
cant effect on work motivation, fourth, organizational culture has a significant effect 
on work motivation, fifth, work motivation has a significant effect on employee perfor-
mance, sixth, work motivation is a perfect mediator of the influence of leadership on 
employee performance, seventh, work motivation as a partial mediator of the influence 
of organizational culture on employee performance.
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INTRODUCTION
Since 2004, Indonesian government has introduced regional autonomy 
that confers regional governments’ authority to govern their own ju-
risdictions. It passed on No. 32 Act of 2004 on regional autonomy that 
ensures regional governments’ authority to run their governance inde-
pendently. The purposes of this policy are the achievement of optimum 
effectiveness and efficiency and regional government’s familiarity of 
their local needs, potential and norms for the ways to materialize it. 

The discussion on the purposes of regional autonomy becomes inter-
esting when regional governments which are the subjects of auton-
omy policy are too ill-equipped to continue the task of self-govern-
ing. Indonesia has many regional governments with such conditions. 
Jayapura is one case among others, and provides the challenge for im-
plementation of autonomy policy at national scale. Such conditions 
could range from low human resources that regional governments 
have instead of their instrumental position for optimal service deliv-
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ery to society, culture that acknowledges the higher position of cultural leaders than organizational 
leaders in such extent that can make policy implementation become more complex than it should be, 
cultural social strata arrangement where a leader in government organization happens to be in a low 
caste in society and otherwise that can make policy get blocked. All these issues exist in Jayapura, not to 
mention its common landscape of society, which is surrounded by villages. The result is that in Jayapura, 
it is common to find village governments that run administration at village level. 

The failing poverty alleviation program in Jayapura as reflected from its fluctuating rates between 2010 
and 2013 explains this situation. The poverty rate reached its peak in 2010 with 17.31%, and in 2011 and 
2012 it decreased to 15.77%. Surprisingly, it raises again to 16.19% in 2013. Many considered that all is-
sues mentioned above interfered the policy implementation in the field. 

The present study explores the role of leadership in Jayapura village governments. Several researches have 
proven causal relationship between leadership and employees’ performance (Sharkie, 2009; Cools, 2010; 
Salman, 2011; Cheng-Kang & Chuan-Yin, 2011; Xiao-Dhong et al., 2013), confirming the significant effect 
of leadership on the increase in employees’ performance, including leaders’ expected competence, high 
integrity, and obvious vision that give a clear direction to where achievements should be made. However, 
other researches prove otherwise. Ha and Nguyen (2014), for example, revealed that leadership alone could 
not increase employees’ performance, so did Yang et al. (2012) that emphasized on work satisfaction as a 
mediator in the relationship between leadership and employees’ performance. This inconsistence in re-
search results is worth further research, especially in governments with several handicaps in autonomy era.

Beside leadership, organizational culture has a prominent role in increasing employees’ performance. 
Culture that supports conducive work atmosphere, commitment and discipline is the instrument for 
increased employees’ performance. 

1. REVIEW OF THE RELATED 
LITERATURE

Leadership refers to the use of authority without 
any coercion (noncoercive) to achieve certain vi-
sions and missions of an organization, to moti-
vate the members of the organization to move in 
harmony in achieving the goals and to help defin-
ing and creating favorable organizational culture 
(Griffin, 2004). Leadership is seen as the ability 
to persuade and handle other persons to achive 
maximum result with less friction and hard work, 
and leadership is also the creative and planned 
strength, spirit and morality (De Hoogh, 2008).

Hersey and Blanchard (2005) created the situa-
tional theory and conducted an approach focus-
ing on bigger attention to the characteristics of 
employees in determining the appropriate leader-
ship manners. This theory explains that it is nec-
essary for managers to adjust their manners and 
behaviors regarding to the various characteristics 
of the employees in order to fit the expectations of 
the employees, gain new experience, improve the 

expertise and capability in holding up the respon-
sibility as leaders. 

Motivation is a process that explains the strength, 
direction and exertion of a person in achieving cer-
tain goal (Robbins & Judge, 2013). Motivation as the 
driving force refers to the natural drive of the people 
to manage their lives in such ways that they gain sat-
isfaction (Clayton, 2002). Motivation is also a set of 
mannners, which are the fundamental guidances for 
a person to act and behave in such ways to achieve 
certain specific goals (Soeroso, 2002). Based on those 
definitions stated by some experts, it can be inferred 
that motivation is a personal drive that leads some-
one to act and behave in certain ways to satisfy her-
self/himself and to live a life, which is directed in 
certain point to achieve certain goals. According to 
Robbins and Judge (2013), motivation is also a pro-
cess to explain the strength, direction and exertion 
of a person to achive certain goals, which is generally 
related to the attempts made to achieve the goal. 

Meanwhile, organizational culture was defined by 
Luthan (1998) as a set of norms and values used to 
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direct and manage the members of an organization. 
Each member of the organization is expected to act 
and behave in accordance to the organizational cul-
ture that applies in the organization to be accepted 
by the other members. Mangkunegara (2005) stated 
that organizational culture is a set of assumptions or 
a set of beliefs, values and norms, which are nurtured 
in an organization and which are used by the mem-
bers of the organization as the guideline of behav-
ior and as the guidance to solve problems related to 
external adaptation and internal integration. Whilst, 
Hofstede (2001, p. 9) defined organizational culture 
as the “the collective programming of the mind that 
distinguishes the members of one group or catego-
ry of people from another”. According to this defi-
nition, organizational culture is the modification of 
thoughts (thinking), feeling and acting as the conse-
quences of holding certain belief, behavior and skills, 
which distinguish the members of certain organiza-
tion from the members of other organizations. From 
the view, it can be understood that organizational 
culture is a set of values and norms, which are ap-
plied as a guideline in determining certain belief, be-
haviors, and skills for the members of an organiza-
tion in performing their work. 

Etty Indriani and Hari Waluyo (2012) have conduct-
ed a study on the effect of leadership and organiza-
tional culture on employees’ performance through 
organizational commitment as the intervening vari-
able. The result of their study showed that the leader-
ship has a positive and significant effect on employ-
ees’ performance and leadership also has a more di-
rect and dominant effect on employees’ performance 
compared to the effect of the organizational com-
mitment as the intervening variable on employees’ 
performance. Charlson (2002) conducted a study on 
the investigation of the correlation between organ-
izational culture and employees’ performance, the 
results of which showed that there is a positive and 
significant correlation between organizational cul-
ture and employees’ performance.

There have been a continuum number of studies 
done on the investigation of the causal relationship 
between leadership and employees’ performance 
such as the ones conducted by Sharkie (2009), Cools 
(2010), Salman (2011), Cheng-Kang and Chuan-Yin 
(2011), Xiao-Dhong et al. (2013), the results of which 
indicated the existence of positive and significant ef-
fect of leadership on the improvement of employees’ 

performance. Based on the result of those studies, 
employees’ performance will be improved when the 
leaders have certain compentences as expected by 
the employees, possess high integrity and manageri-
al capability that can be accepted and appreciated by 
any individual in the organization. 

This study investigated the effect of leadership to-
ward employees’ performance through employees’ 
motivation to work as the mediating variable done 
to several organizations. Out of 187 responses which 
had been received by the researchers, 118 respons-
es were used as the data of this study to be analyz-
ed. Employees’ performance which was illustrated 
as the performance of every person in charge who 
was responsible to run certain project showed that 
leadership had an effect on the improvement of em-
ployees’ performance through the role of motivation 
as the mediating variable (Li et al., 2012; Cools, 2010). 

1.1. Theoretical framework  
of the study

This conceptual theoretical framework explains 
the relationship among the variables of this study. 
The relationship among the variables of this study 
has been constructed upon the theory of leader-
ship, theory of organizational cuture, theory of 
motivation and results of previous studies on the 
investigation of the relationship between the lead-
ership, motivation on employees’ performance. 
Regarding to the relationship among the variables 
of this study as proposed by the existing theories 
and previous studies, the conceptual framework 
of this study was constructed as follows. 

1.2. Hypotheses of the study

The results of studies conducted by Sharkie (2009), 
Cools (2010), Salman (2011) showed that there 
were positive and significant effects of leadership 
on the improvement of employees’ performance in 
which employees’ performance will be improved 
when the leader possesses capabilities that meet 
the expectation of the employees, own high integ-
rity and has adequate managerial skills, which can 
be accepted and appreciated by each individual 
and all members of the organization. On the other 
hand, the result of a study conducted by Ha and 
Nguyen (2014) showed that the leadership was not 
able to improve employees’ performance, since it 
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had to be mediated by the job satisfaction as the 
mediating variable (Yang et al., 2012). Therefore, 
in this study, this research gap was formulated in-
to the first hypothesis as follows:

H1: Leadership has certain effects on employees’ 
performance.

Good organizational culture supports the creation 
of favorable and conducive work atmosphere, en-
hances the work commitments and improves the 
discipline in performing the work which appears 
to be the basic necessities and expectations of the 
members of an organization. There has been a num-
ber of studies, which have confirmed the existence 
of positive and significant effect of organizational 
culture, in which the results showed that the better 
the quality of the organizational culture, the higher 
the quality of employees’ performance (Gajendran 
& Brewer, 2007; Yunus, 2010; Haerani et al., 2012; 
Cools, 2010; Oemar, 2007). Yet, contradictive re-
sults were found by Liem (1995) and  in which they 
found that the organizational culture decreases em-
ployees’ peferformance. Hence, the second hypoth-
esis of this study was formulated as follows:

H2: Organizational culture has an effect on em-
ployees’ performance. 

Research done by Li et al. (2012), Ahmad (2009), 
Valensi (2008) investigated the effect of leader-

ship on employees’ motivation, the result of which 
showed a positive and significant relationship be-
tween the leadership characteristics and employ-
ees’ motivation to work. Similar results were also 
found by Cools (2010), Chaudhry et al. (2012) who 
found the positive and significant effect of trans-
formational and transactional leadership on em-
ployees’ motivation to work in Pakistan. Thus, the 
third hypothesis of this study was developed as 
follows:

H3: Leadership has an effect to employees’ moti-
vation to work.

Positive values nurtured in an organization will 
construct good organizational culture, which will 
be able to drive and motivate the employees, es-
pecially the employees of village offices to always 
stay motivated in doing their work in order to 
achieve the goals of the organization as agreed 
beforehand. The result of several researches done 
by Valensi (2008), Cools (2010), Cucu-Ciuhan and 
Guita-Alexandru (2014) showed positive and sig-
nificant correlation proving that the better the or-
ganizational culture, the stronger it is in enhanc-
ing employees’ motivation to work. Similar result 
was confirmed by Panagoitis et al. (2014) who 
conducted the research in a state-owned universi-
ty in Athena where they found that organization-
al culture which applies the system of clan were 
able to improve employees’ motivation. However, 
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Figure 1. Conceptual framework
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when organizations apply the system of hierarchy 
/ bureaucracy, employees’ motivation to work was 
likely to decrease. The fourth hypothesis of this 
study was formulated as follows:

H4: Organizational culture increases employees’ 
motivation to work.

According to Clayton (2002), motivation refers to 
the driving force, which appears to be a natural 
drive that gives the feeling of satisfaction for em-
ployees in their life. Motivation is constructed by 
employees’ attitude in facing any situation in the 
workplace. Motivation is also a condition or an en-
ergy that drives the employees to act and behave in 
certain ways to achieve the organizational goals.

Soeroso (2002) defined motivation as a set of be-
haviors, which becomes the guideline for mem-
bers of an organization to act and behave in cer-
tain ways to achieve the specific goal. Employees’ 
motivation to work might appear in two different 
basic classifications, which are: 1) extrinsic moti-
vation (motivation from outside) and 2) intrinsic 
motivation (motivation from inside). 

Regarding those views, it is apparent that the main 
goal in improving employees’ motivation to work 
is to grow employees’ willingness to work and be-
have in certain ways that will improve their per-
formance. The fifth hypothesis of this study was 
formulated as follows:

H5: Employees’ motivation has an effect on em-
ployees’ performance. 

This study aimed at investigating the effect of lead-
ership on employees’ performance through em-
ployees’ motivation to work which was done in 
some companies. Out of the total of 187 responses 
obtained in the data collection process, there were 
118 responses, which were used as the research da-
ta to analyze. Employees’ performance was reflect-
ed by the performance of each person in charge 
of every project. The result of the data analysis 
showed that leadership had an effect on the im-
provement of employees’ performance through 
the role of employees’ motivation to work as the 
mediating variable (Li, Tan, & Teo, 2012; Cools, 
2010). Thus, the sixth research hypothesis of this 
study was formulated as follows. 

H6: Employees’ motivation to work has a role in 
mediating the effect of leadership on employ-
ees’ performance. 

Another research has investigated the effect of or-
ganizational culture on employees’ performance 
through the role of employees’ motivation as the 
mediating variable (Cools, 2010). The result of the 
study showed that there was found a certain role 
of employees’ motivation as the mediating varia-
ble in the effect of leadership on employees’ per-
formance. Therefore, the seventh hypothesis of 
this study was formulated as follows:

H7: Employees’ motivation to work has a role on 
the effect of organizational culture toward em-
ployees’ performance as the mediating variable.

1.3. Operational keywords definition

1.3.1. Leadership (X1)

Leadership is that the use of authority while not 
coerción (non-coercieve) so as to form bound ob-
jectives or goups encourages the member of the 
cluster to attain those objectives and outline the 
group culture or organizational culture. Indicators 
of the leadership as the variable of this study refer 
to the ones proposed by Drucker (1996), McShane 
and VinGlinov (2008), Hayati and Caniago (2012), 
Yang et al. (2011), including three domains of mas-
tery, which are the personal mastery, leadership 
mastery and organizational mastery. 

1.3.2. Organizational culture (X2)

Organizational culture is defined as anything that 
should be done within an organization or compa-
nies including the treatments for the employees and 
other operational activities of the organization. To 
measure the organizational culture, the researchers 
used the four-dimension measurement as proposed 
by Denison and Mishra (1992), including:

A) involvement: an effective organization is the 
one that empowers and develop its resources 
in any level;

B) consistency: it emphasizes on the strong posi-
tive effect of culture on the effectiveness of an 
organization;
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C) adaptability: it refers to the explanation on the 
system of norms and beliefs which support the 
capacity of an organization to be able to accept, 
interpret, and translate any signs from the sur-
roundings in order to become more sensitive in 
capturing any changes of internal behaviors to 
keep living, growing and developing;

D) mission: it refers to the awareness on certain 
mission that will direct the organization to 
certain clear direction and target in order to 
be able to define and construct plan and ap-
propriate actions to do. 

1.3.3. Motivation (Y1)

The theory of motivation according to Vroom 
(1964) about the cognitive theory of motivation 
explaining the reasons why people would not do 
anything that they think they cannot do it even 
when they are interested in the reward for the job. 
The indicators of the variable motivation used in 
this study refer to the ones proposed by Vroom, 
which are expectation, instrumentality, and 
valency. 

1.3.4. Employees’ performance (Y2)

Employees’ performance refers to the employ-
ees’ achievement in doing her/his work, which 
supports the success of the company in achiev-
ing the organizational goals (Sutrisno, 2010). The 
indicators used in this study were adapted from 
the framework proposed by Mc Nesse (2009), 
including:

A) quantity and quality of the work;
B) persistence and work durability;
C) discipline/presence;
D) teamwork;
E) awareness on work safety;
F) responsibility of the work;
G) initiative.

2. RESEARCH METHOD

This study was conducted in 39 village offices 
in five districts of Jayapura city under the gov-
ernance of Jayapura city, including: 1) the dis-
trict of North Jayapura, 2) the district of South 

Jayapura, 3) the district of Abepura, 4) the 
district of Heram and 5) the district of Muara 
Tami. The researchers had adequate knowledge 
about that location, which allowed them to ac-
cess the information easily. This study involved 
participations from all of the employees of vil-
lage offices in Jayapura city as the executor of 
the village empowerment program in Jayapura. 
The study was conducted from January 2015 
till March 2015. The data analysis technique 
used in this study was the Partial Least Square 
(PLS) using an application called SmartPLS 2.0 
M3. (Ghozali, 2011a, p. 18). The data obtained 
in this study were analyzed using quantitative 
data analysis approach. 

3. RESULTS  
AND DISCUSSIONS

The result of the analysis on the direct path coeffi-
cient of the leadership to employees’ performance 
showed value of –0.028 and p-value at 0.745. The 
obtained p-value which is greater than 0.05 shows 
that the leadership does not have any significant 
effect on employees’ performance. Based on the 
result of the data analysis, the hypothesis 1 stating 
that the higher the leadership value improves em-
ployees’ performance is rejected.

H1: Higher value of leadership improves employ-
ees’ performance.

The result of the analysis on the direct path coef-
ficient of the organizational culture to employees’ 
performance showed value of –0.748 and p-val-
ue at 0.000. The obtained p-value which is lesser 
than 0.05 shows that the organizational culture 
has a significant effect on employees’ performance. 
Based on those result, the hypothesis 2 stating that 
better organizational culture improves employees’ 
performance is accepted. 

H2: Better organizational culture improves em-
ployees’ performance.

The result of the analysis on the direct path coef-
ficient of the leadership to employees’ motiva-
tion to work showed value of 0.304 and p-value at 
0.001. The obtained p-value which is lesser than 
0.05 shows that leadership has a significant effect 
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on employees’ motivation to work. Based on those 
result, the hypothesis 3 stating that better leader-
ship improves employees’ motivation to work is 
accepted. 

H3: Higher the value of leadership improves the 
employees’ motivation to work.

The result of the analysis on the direct path coef-
ficient of the organizational culture to employ-
ees’ motivation to work showed value of 0.424 
and p-value at 0.000. The obtained p-value which 
is lesser than 0.05 shows that the organizational 
culture has a significant effect on employees’ moti-
vation to work. Based on those result, the hypoth-
esis 4 stating that better organizational culture im-
proves employees’ motivation to work is accepted. 

H4: Better organizational culture improves em-
ployees’ motivation to work.

The result of the analysis on the direct path coef-
ficient of employees motivation to work to em-
ployees’ performance showed value of 0.284 and 
p-value at 0.002. The obtained p-value which is 
lesser than 0.05 shows that employees’ motiva-
tion to work has a significant effect on employees’ 
performance. Based on those result, the hypoth-
esis 5 stating that stronger employees’ motiva-
tion to work improves employees’ performance is 
accepted. 

H5: Stronger employees’ motivation to work im-
proves employees’ performance.

The result of the Sobel analysis on the indirect 
path coefficient of the leadership to employees’ 
performance through employees’ motivation as 
the mediating variable showed value of signifi-
cance at 0.021. The obtained Sobel value which is 
lesser than 0.05 shows that employees’ motivation 
has a role as mediating variable on the effect of 
leadership on employees’ performance. Based on 
those result, the hypothesis 6 stating that the im-
provement of leadership improves employees’ per-
formance through employees’ motivation as the 
mediating variable is accepted. 

H6: Higher value of leadership improves employ-
ees’ performance through employees’ motiva-
tion as the mediating variable.

The result of the Sobel analysis on the indirect 
path coefficient of the organizational culture to 
employees’ performance through employees’ mo-
tivation as the mediating variable showed value 
of significance at 0.009. The obtained Sobel val-
ue which is lesser than 0.05 shows that employ-
ees’ motivation has a role as mediating variable on 
the effect of organizational culture on employees’ 
performance. Based on those result, the hypoth-
esis 7 stating that the improvement of organiza-
tional culture improves employees’ performance 
through employees’ motivation as the mediating 
variable is accepted.

H7: Better organizational culture improves em-
ployees’ performance through employees’ 
motivation as the mediating variable.

The leadership applied by a leader is able to drive 
employees to grow higher motivation in doing 
their work. High motivation to work will direct 
the employees to do the job well, which will al-
so improve their performance. Improving em-
ployees’ motivation to work is the orientation 
that should be put into the priority of the lead-
ers in managing the organizations or compa-
nies. Leaders should be able to improve strong 
employees’ motivation, which will also improve 
employees’ performance. Leadership applied in 
village offices in Jayapura was still considered 
not yet optimally done, which can be seen from 
the average value of leadership at 3.81. The ob-
tained value shows that the leaders of the offices 
do not have appropriate organizational compen-
tence yet. The least point of the leadership was 
the organizational competence which was found 
at an average value of 3.72 or 7.29%. The exist-
ence of the answer 2 (disagree) and (2) (strongly 
disagree) indicates that leaders of the offices were 
considered not yet capable in showing their or-
ganizational competence. The leaders of village 
offices in Jayapura were considered incapable in 
persuading and directing their employees to do 
their work optimally as good employees. 

The results of this study do not support the view of 
House (1971) who stated that the leadership is able 
to improve employees’ performance. On the other 
hand, the results of this study support the view of 
Yang et al. (2012) that leadership does not have any 
effect on employees’ performance. The result the 
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study conducted by Yang et al. (2012) showed that 
the leadership style applied by a leader does not affect 
employees’ performance. 

Motivation within someone’s self will direct the 
person to voluntarily improve her/his attempts to 
achieve the organizational goals (Robbins, 1996). 
The view proposed by George and Jones (2002) and 
Robbins (1996) showed that one’s motivation is able 
to improve the performance. According to Schein 
(1997), Robbins (2001), George and Jones (2002), em-
ployees’ motivation to work is a mediating variable of 
the effect of leadership on employees’ performance. 
The test to investigate this indirect effect of leader-
ship on employees’ performance through employees’ 
motivation was done using the Sobel test. The result 
of the Sobel test shows level of significance of the in-
direct effects among the variable at the value of 0.021. 
This result shows that employees’ motivation to work 
appears as the mediating variable of the effect of lead-
ership on employees’ performance. Since the leader-
ship does not have direct effect on employees’ perfor-
mance, then employees’ motivation appears to be the 
total mediating variable to the effect of leadership on 
employees’ performance. Therefore, leadership does 
not directly affect employees’ performance, instead 
it is able to streghten employees’ motivation to work, 
which gives positive effect toward their performance.

The results of this study support the theory of lead-
ership proposed by Barbuto (2005) that leadership 
does not directly produce good performance, yet it 
is able to grow individual’s motivation to improve 
the performance. There have been a number of pre-
vious studies stating that employees’ motivation to 
work mediates the effect of leadership on employ-
ees’ performance. The results of this study add up to 
the results of the previous studies done by Li et al. 
(2012), Ahmad (2009), Valensi (2008), Arthur (2003), 
Hayati and Caniago (2012), Cools (2010), whose re-
sults showed that employees’ motivation is the medi-
ating variable of the effect of leadership on employees’ 
performance. 

The most frequently shown indicator of organiza-
tional culture by the village offices in Jayapura was 
the mission. Mission of the organization had a clear 
direction, which could be simply implemented by 
the employees. All of this time, the employees ac-
tually have adequate undestanding that the goal of 
the organization is to provide services for the so-

ciety through the village empowerment program. 
Employees had enough knowledge on the village em-
powerment program, which allowed them to imple-
ment the program well. Besides, their good knowl-
edge on the orientations and the goals of the organ-
ization has grown stronger drive and motivation to 
do their work well. The results of this study also sup-
port the theory of organizational culture stated by 
Robbins and Judge (2007) that strong organizational 
culture results in good employees’ performance and 
job satisfaction. In addition, the results of this study 
showed that organizational culture applied in village 
offices in Jayapura has been able to improve employ-
ees’ performance. The implementation of the con-
cept of organizational culture as stated by Denison 
(1990) consists of some aspects, which are: involve-
ment, consistency, adaptability and mission which 
are able to drive better employees’ performance. 
The use of diferent types of leadership resulted to 
similar research findings. The results of this study 
gave theoretical supports for the theory of leader-
ship proposed by Robbins and Judge (2007). The 
results of this study also support the research find-
ings of Gajendran and Brewer (2007), Yunus (2010), 
Haerani et al. (2012), and Oemar (2007). There have 
been a number of previous studies, which conducted 
studies on the issues of business-related organization. 
Meanwhile, this study investigated issues that hap-
pended in public organization which is the village of-
fices. Besides, the concept of organizational culture 
in this study is different from the one used in other 
studies. Although there were some differences in the 
determination of the subject of the studies and the 
organizational culture, the results were similar. The 
result of this study showed that the concept of or-
ganizational culture proposed by Denison (1990) is 
applicable to implement in public organizations. The 
results of this study also give theoretical supports 
to the theory of organizational culture proposed by 
Robbins and Judge (2007). Besides, this study al-
so streghen the reseach findings of Gajendran and 
Brewer (2007), Yunus (2010), Haerani et al. (2012), 
and Oemar (2007). This shows that the results of this 
study are able to give theoretical, as well as practi-
cal contribution to the improvement of employees’ 
performance. 

3.1. Limitations of the study

This study was conducted in village offices in 
Jayapura city, which were considered as public 
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organizations. The subjects of this study had dif-
ferent characteristics from village offices in other 
areas in Papua. Therefore, the results of this study 

cannot be simply generated to represent similar 
issues, which happen in other regencies in Papua 
Province. 

CONCLUSION
Leadership has an important role in the organization so that individuals do activities as expected by the 
organization. In this study, the leadership in villages and urban villages in the city of Jayapura was not 
directly able to have an impact on employee performance. Nevertheless, leadership in villages and urban 
villages in the city of Jayapura was able to provide encouragement to employees to increase motivation.

Strong organizational culture is indicated by the behavior of organizational members in carrying out 
work that supports organizational goals. The organizational culture of the villages and sub-districts in 
the city of Jayapura is able to have a direct impact on employee performance. In addition, the organiza-
tional culture of villages and sub-districts in the city of Jayapura is able to increase employee motivation.

Motivation of employees in villages and urban villages in the city of Jayapura is still not at a high level. 
Employee motivation that still needs to be improved is valence. In order to fulfill the valence of village 
and sub-districts employees in the city of Jayapura, the Jayapura city government provided an opportu-
nity to employees who had good performance at the village and sub-districts level in the city of Jayapura 
to be promoted to the city level government. In addition, leaders at the village and sub-districts level in 
the city of Jayapura can provide jobs that are in accordance with the capabilities possessed by employ-
ees so that employees have the opportunity to channel their abilities in running jobs. The opportunity 
to get better job opportunities and the opportunity to channel their abilities can increase employee 
motivation.

Employee performance is the output produced by employees in carrying out work. Employee perfor-
mance that is most felt by employees so far is tenacity and endurance, where villages and urban villages 
in the city of Jayapura are the providers of service to the community. Many kinds of problems related 
to the community are widely accepted by organizations at the village and sub-districts level, so that ex-
isting employees are required to have good service to the community. In addition, employees are also 
required to have responsibility in carrying out their work, their responsibilities make workers willing to 
carry out work in accordance with their functions and duties.
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