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Abstract: This study examined cultural and organizational motivations
for success through organizational engagement and work motivation in
the Department of Public Works in the province of Maluku, Indonesia.
The approach used for this study was quantitative, using a survey. The
Department of Public Works of the Province of Maluku was the
research site with a sample of 149 participants. The analysis method
used in this study was Generalized Structured Component Analysis
(GSCA). The main findings were 1) organizational culture has a direct
effect on organizational engagement and a direct contribution to
employee performance, 2) organizational culture impacts company
performance, 3) organizational environment has a direct effect on
employee motivation and employee performance, and 4) organizational
environment supports company performance. The results indicate that
the organizational environment can be increased by formulating
regulatory policies and establishing rules and strategies for employees
to carry out their duties. Motivation for work can be boosted by giving
awards that match the results of work. In building an organizational
culture, attention needs to be paid to the values contained in
organizational culture, consisting of corporate empowerment, team
management, clarity of vision, direction, and corporate goals.
Keywords: cultural, engagement, environment, employee, Indonesia
motivation, performance.

The effective and efficient use of human resources is beneficial for supporting sustainable
national development. Thus, existing human resources must be used optimally (Tarman, 2018).
Providing the community with reliable human resources requires quality education, offering
various social facilities, adequate employment (Yusriadi et al., 2019), but weaknesses in delivering
these facilities will cause social unrest, affecting public safety.

One challenge facing the Indonesian people today is the low quality of human resources
(Umar et al., 2019). Currently, human resources are still low in terms of intellectual skills and
technical skills. One element that affects employees' interactions is the corporate culture that
surrounds it. As social beings, employees are inseparable from the values and norms that exist
within a company. Culture can affect how employees behave, how they think about their work,
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how they work with their colleagues, and how they look to the future with broad insights that their
norms, values, and beliefs determine (Karakus, 2018).

Substantial human resources will help a company achieve its goals; on the other hand, weak
human resources can impede or interfere with achieving an organization's goals (Zavadska &
Zavadsky, 2020). Organizational culture includes standards for deciding what to do and how to do
it. As a result, a corporate culture is a management tool that affects and acts as an incentive for
employees to work positively and productively (Tamsah et al., 2020). Cultural principles become
evident and become a guiding force in human resources to produce employee success. A healthy
and optimistic culture has a significant impact on employee actions and the effectiveness of
company success.

Changes in technology with online service-based necessitate that all elements keep up with
the changes that continue to occur at the Maluku Province Public Works Office, which is necessary
to provide good services to the community. The changes that arise are problems that require the
government's serious attention to strengthen organizational management (Mustafa et al., 2020).
Currently, globalization has entered a new era called the Industrial Revolution 4.0, which is a
change in the way humans think, live, and relate to one another, a significant difference in the field
of technology (Zavadskd & Zavadsky, 2020). In the age of the Fourth Industrial Revolution,
information technology requires all government components as institutions constantly prepare
themselves, especially the quality of human capital, in facing the challenges of new globalization,
in public services. The information technology in question is applied in the form of electronic
government or e-Gov. The e-Government superstructure includes, among others, institutional
management leadership (e-leadership), human resources (human resources), and regulations at the
institutional level related to the development of e-Government (principle) (Manoharan et al., 2021).

Service changes are not something new in the current era of globalization, and the
government has invented several to provide convenience in terms of services. Many new ideas
were created to face the transition, including the Department of Public Works in the Maluku
province. Each local government aims to provide better service by introducing new ideas (Jung et
al., 2009). New ideas can be seen in everything from enhancing service quality to offering services
for the community's convenience.

The formulation of technical policies on government affairs in the public works sector and
the housing and residential areas are needed. As a result, the Public Works Office plays an essential
role in meeting the growing demand for residential space. The Public Works Office in Maluku
Province is one of the departments that offers housing and residential area services. In this area,
service is described as a process of assisting the community. The interconnection of these service
processes must complement the settlement area processes to operate smoothly and comply with the
government's procedures. Human resources and organizational culture are significant challenges
for management because their effectiveness depends on human resource quality.

Ostroff et al. (2012), organizational culture often plays an active role in deciding its
strategies, structures, procedures, and objectives. Achieving objectives is possible without
employees' active participation, and the funding of facilities and sources of funds held by an
organization would be of no benefit to the company if it did not include the active participation of
employees. This argument illustrates that human resources are the primary keys of corporate
culture and must be considered for all their needs. As a result, the government must pay attention
to the human element to function more efficiently and meet the organization's goals.
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Literature Review
Human Resources

Professional human resource management in companies is now embodied in administration
as an open framework, including human resource management activities integrated and highly
affected by environmental changes (Chatman & O’Reilly, 2016). As a result, human resources in
public services must constantly cope with shifts in organizational culture. Continuously updating
information is necessary because the evolution of the human resource paradigm shifts rapidly,
necessitating proactive and adaptive knowledge to respond to changes (Becker & Huselid, 2006).
Building the capacity to navigate the change process is often essential because organizational
climate changes highly affect the role of human resources in executing their duties in an open
system.

Human resources (HR) must contribute to and participate in a strategy's implementation
(Tracey, 2014). An organization cannot use HR efficiently if its operations do not contribute to
achieving its strategic objectives. As a result, the HR role inside an organization must be involved
in executing the company strategy. Any company is responsible for human resources. The
improvement and maintenance of HR quality is the responsibility of all internal departments and
local governments (Svetlik & Stavrou—Costea, 2007). The orientation of current HR thinking, such
as work requirement problems, job requirements, HR preparation, hiring processes, placement,
employee assessment, and compensation structures, cannot be ignored in this approach.

The HR approach is based on the premise that workers' needs would improve job motivation
and satisfaction. In other words, an approach must match organizational needs with employee
needs. Individual performance is expected to strengthen as job motivation improves, resulting in
increased organizational efficiency (Vardarlier, 2016). Through HR growth, a company-oriented
HR approach achieves success. HR is the secret to productivity because it prioritizes employee
happiness. By predicting threats and opportunities, HR will make more significant contributions to
an organization's interests. The new period of globalization presents a challenge in increased
competition, forcing the government to restructure for organizational productivity and
effectiveness (Lam et al., 2021).

Organizational Culture

Organizational culture comprises common perceptions that all company participants share.
Corporate culture is a system of shared meanings that participants share, distinguishing one
organization from another (Buch & Wetzel, 2001). Organizational culture is a pattern of actions
that an organization forms that have been proven to be good and are taught to new members
regarding how they understand, think, and feel (Martinez et al., 2015). Any of these characteristics
occur on a scale from low to high.

A strong organizational culture will have a more significant effect on employees than a
weak culture. Culture should have a powerful and positive influence on employee behavior
(Prajogo & McDermott, 2011). Corporate culture starts from current habits, traditions, and general
ways of doing work that has been carried out before and the success of the efforts that have been
made. Organizational culture comprises public perception that executive members believe in
(Baumgartner, 2009). The more that leaders accept an organization's positive values with the ranks
about these values, and feel very attached to them, the stronger a culture will be.
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Organizational culture clearly distinguishes one company from another. Culture gives
corporate members a sense of belonging, making it easier to contribute to something larger than
personal interests (Linnenluecke & Griffiths, 2010). This culture contributes to a social system's
stability. Culture is the social glue that helps groups collaborate by defining what community
members can say and do. Organizational culture serves as a meaning-making and regulating tool,
guiding, and shaping executive members' attitudes and actions (Naranjo-Valencia et al., 2011).

The more members of a company who understand the core values, the greater an
organization's culture. The fewer members of the organization who recognize and enforce the
organization's rules and regulations, the weaker the organizational culture (Bunch, 2007).
Employee loyalty to an organization is lower when there is a lack of corporate culture. A
comparison is often made between solid and weak cultures for organizations. A strong culture's
specific outcome is that its members have a high consensus on its objectives (Alavi et al., 2005).
Attachment, loyalty, and organizational dedication can result from unanimity against goals (Miller,
2018). This condition reduces the likelihood of workers leaving and having a sense of belonging
in the organization. Based on this, the questions in his research are as follows:

1) Does organizational culture affect organizational engagement?
2) Does organizational culture affect employee performance?
3) Does organizational engagement affect performance?

Thus, the following hypotheses are posited:

e H1: Organization culture affects organizational engagement
e H2: Organizational culture affects performance
e H3: Organizational engagement affects performance

Organizational Environment

An excellent organizational atmosphere is a state or a good workplace that includes both
physical and non-physical elements that can offer the impression of being friendly, safe, serene,
and so on (Aktas et al., 2011). Organizational climate consists of all material conditions in and
around the workplace that can impact workers directly or indirectly. A non-physical corporate
setting is a friendship with coworkers, supervisors, and others (Boyd, 1990). Any business should
be concerned about maintaining a healthy organizational atmosphere (secure, comfortable, and
clean). In such a work environment, workers can avoid unnecessary distractions that can hurt
morale and impede efficiency (Lockrey, 2015). Environmental cleanliness should be a joint duty,
with all workers required to keep their environments clean. A company can gain many advantages
if its working atmosphere is well managed (Singh et al., 2011), not only for the business but also
for that outside of it.

An organizational climate affects all circumstances around employees, so that it can affect
employees in carrying out their assigned duties directly or indirectly (Luo, 2005). A healthy and
friendly work environment will generate excitement and enthusiasm for work, while an imperfect
and unpleasant work environment will decrease confidence and enthusiasm for work (Eby &
Rothrauff-Laschober, 2012). Every employee desires a friendly organizational atmosphere, as well
as a comfortable work climate. Workplace protection is improved using silence and quiet sound
(Boiral & Paillé, 2012). Based on this, the questions in his research are as follows:
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1) Does the organizational environment affect motivation?
2) Does the organizational environment affect performance?
3) Does motivation affect performance?

Thus, the following hypotheses are posited:

e H4: Organizational environment affects motivation
e H5: Organizational environment affects performance
e HG6: Motivation affects performance

Conceptual Framework

Organizational culture and organizational environment are assumed to influence employee
performance; thus, if corporate culture and the organizational environment are linked to employee
performance, they will have a higher impact (Budiharso & Tarman, 2020). The influence between
organizational culture and organizational environment on employee performance is described as
follows:

The influence of organizational culture on performance and every corporate culture is
effective if the organization is well disciplined. Discipline can be successful if the culture of the
organization applies all procedures consequently. Organizations must avoid favoritism that can
give rise to prejudice, resentment, and social jealousy. The framework of thinking about the
influence of organizational culture on performance is also supported by research (Goula et al.,
2021). The findings of the research show that corporate culture can positively and significantly
affect employee performance. For example, Wang and Lounsbury (2021) found a positive and
significant impact on employee performance.

Mahrous et al. (2020) explained that an organizational environment is an environment for
respecting, obeying, and obeying administrative rules, carrying out and receiving sanctions if it
violates duties and authorities. Kuenzi et al. (2020) argued that the organizational environment is
an orderly state of the organization in which employees are happy to obey the rules. This framework
of thinking about the influence of the corporate environment on employee performance is also
supported by Paais and Pattiruhu (2020). The study's findings show that the organizational climate
has a positive and significant effect on employee performance.

The conceptual framework in Figure 1 illustrates the direct and indirect relationship
between variables.

Figure 1
Conceptual Framework
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Methodology
Research Design and Approach

This study used a survey to provide information to answer the main problems posed. The
survey had 5 sections. The sections included 6 statements concerning organizational culture, 5
statements concerning organizational culture, 5 statements organizational engagement, 5
statements concerning motivation, and 5 concerning success. Potential responses used a Liker-type
scale of 1-10, with responses ranging from 1 = totally disagree to 10 = strongly agree. See Table 1
for the statements used.

Table 1

Statements Used
Scale Source(s)
Organizational Culture
Organizational culture is a pattern of behavior developed (Schein, 1990)
by an organization's employees learned when faced with
problems of external adaptation and internal integration.

Organizational Environment

Good management thinks of a good and pleasant (Machado & Carvalho,
organizational environment because its workforce needs  2008)

it.

Organizational Engagement
The level of employee involvement in the organization (Albrecht et al., 2018)
and have the same identity as the organization.

Motivation

Something that encourages someone to work. The (Lindner, 1998)
strength and weakness of a person's work motivation will

also determine the size of the employee's performance.

Success
Work results that can be achieved by a person or group (Hameed & Waheed,
people in the organization. 2011)

Six statements about organizational culture: 1) The organization provides opportunities for
employees to develop themselves; 2) The organization provides the opportunity to make decisions
according to Main Duties and Functions. 3) The organization provides opportunities for
achievement; 4) The organization prioritizes teamwork orientation. 5) The Organization Has a
Strong Vision; 6) Employees understand the direction of the organization.

Five statements about the organizational environment: 1) The formal organizational policy
is communicated; 2) Organization provides a comfortable workspace. 3) The workload is adjusted
to the abilities and competencies; 4) Suitability of wages and workloads. 5) The organization
provides rewards for work performance.

Five statements regarding organizational involvement: 1) Employees are willing to accept
challenges in carrying out work; 2) Employees are willing to be supervised. 3) Employees provide
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periodic reports to the leadership in stages; 4) Employees are interested in the organization. 5)
Employees have positive feelings towards the organization.

Five statements about motivation: 1) Employees are motivated to get high performance in
carrying out their work; 2) Employees are motivated to provide good services to the community.
3) Employees are encouraged to build communication with colleagues; 4) Employees are motivated
by efforts to meet physical needs. 5) Employees feel safe working as civil servants.

Five statements about success: 1) Work on target; 2) Work following Standard Operating
Procedures. 3) Work results are accepted and acknowledged by colleagues and leaders; 4) Work
on time. 5) Having good relationships with colleagues and leaders.

Participants and Sampling

The population comprised all 149 employees of the Public Works Office in Maluku
Province.

Data Collection Technique

For an adequate response in a population of 149, the necessary number of respondents is
105 people, for a confidence level of 95%, according to the sample size table of Isaac and Michael
(1995) namely determining the error tolerance limit, this error tolerance limit is expressed as a
percentage. The smaller the fault tolerance, the more accurate the sample describes the population.
A total of 105 surveys were distributed via email, and the data collection period lasted from April
2020 to June 2020. In total, 102 useable responses were received for a response rate of 97,14%.

Data Analysis

This study used the Generalized Structured Component Analysis (GSCA). Generalized
Structured Analysis (GSCA) is a modern component-based Structural Equation Modeling (SEM)
approach that is important for the estimation of scores (not scales) and small samples. GSCA can
also be used in structural models using variables with reflexive and or formative indicators.

In this study the structural model specifications were as follows:

Y1=f(X1)
Y2 =f(X2)
Y3=f(Y1, Y2, X1, X2)

Equations (Y1), (Y2) and (Y3) can be analyzed and made into a regression equation as
follows:

yl = a0+ alX1+ul
y2 = a0+ a2X2+u2
y3=B0+B 1YL +P2Y2 +P 3X1+ B3X2+u3

Equations (y2) and (y3) are two simultaneous equations so that it can obtain the reduced

form assumption by rewriting equation (Y3) by substituting equation (y2) to equation (y3) then the
reduced form is obtained as follows:
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Y3 =Q0+Q1X1+ Q2X2+V
Where:

Q0 = B0 + B 0a0 is a constant
Q1 =B1 al + B2 is the direct effect of X1 to Y3 (B2) and the indirect effect of X1 to Y3 through
Y1 (Bl al)

Q2 =B1 a2 + B2 is the direct effect of X2 to Y3 (B2) and the indirect effect of X2 to Y3 through
Y2 (Bl 02)

V =random error pl and p2

Equation (Y3) explains that the exogenous variables are organizational culture (X1) and
organizational environment (X2), and the endogenous variables are organizational engagement
(Y1), motivation (Y2), and performance (Y 3).

Figure 2
Path Diagram of the Theoretical Model
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Results

Structural Equation Model (SEM) is a multivariate statistical technique using a combination
of factor analysis with regression analysis (correlation), aiming to examine the relationship
between variables in a model, including indicators with constructs or relationships between
constructs. The predictor is the variable measured (the index is used as the operation of the
calculation of the latent variable). After the designs and indicators set out in the plan, validation
and reliability tests are carried out. Model-checking was used to determine the level of suitability.

Table 2 indicates the seven parameters used to determine the viability of a model that
satisfies all the specifications that have been met, so there is no need for adjustment. The model
was acceptable, which means a match between the model and the data.
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Table 2
Conformance Index Model
Criteria Cut-off value The calculation Information
results
Chi-Square Expected to be 38,39 X2 of 86,39
small
Significance Probability <0,05 0,001 Good
RMSEA <0,08 0,032 Good
GFlI >0,90 0,97 Good
AGFI >0,90 0,94 Good
NFI >0,95 0,96 Good
CFlI >0,95 0,99 Good
*k*k = X

In addition to using the independent variable (X), this study also used intervening variables.
The path analysis method is used to test the effect of the intervening variables. The following is a
path analysis to examine the influence of organizational culture and organizational environment on
employee performance (Y), then whether the effect of corporate culture and organizational
environment on employee performance is mediated by organizational engagement and motivation
in Figure 3 below:

Figure 3
Path Analysis Model

0,03

The coefficient values are arranged in Table 3 to make it easier to analyze the functional
relationship between variables. Based on the second model above, it is possible to interpret each
path coefficient.
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Table 3
Performance of Direct Effect Research
Relationship Structure Coefficient P Significance
Value

Organizational culture — Performance 0,078 0,056 Sig.
Organizational culture —» Engagement 0,414 0,001 Sig.
Organizational Environment — Performance 0,021 0,000 Sig.
Organizational Environment — Motivation 0,231 0,001 Sig.
Organizational Engagement — Performance 0,022 0,001 Sig.
Motivation —» Performance 0,234 0,001 Sig.

The beta coefficient of organizational culture (X1) on organizational engagement (Y1) is
0.414 at a significance level of 0.001. The coefficient shows that organizational culture (X1)
positively affects organizational engagement (Y1). The beta statistical value of the coefficient of
the influence of X1 on Y1 is 0.414 with a significance of 0.001 or below 0.05. That organizational
culture (X1) positively and significantly affects organizational engagement (Y1). Thus, hypothesis
1, which posits that corporate culture and significantly would impact organizational engagement at
the Public Works Office in Maluku Province, is accepted.

The coefficient beta of organizational culture (X1) on performance (Y3) is 0.078 at the
significance level of 0.056. The coefficient shows that X1 has a positive effect on Y 3. The beta
statistical value of the influence coefficient of X1 on Y3 is 0.078 with a significance of 0.056 or
below 0.05. This means that organizational culture (X1) has a positive and significant effect on
employee performance (Y3), so hypothesis 2, which posits that corporate culture would positively
and significantly impact employee performance in the Public Works Office in Maluku Province, is
accepted.

The coefficient beta of organizational engagement (Y1) on performance (Y3) is 0.022 at a
significance level of 0.001. This coefficient shows that organizational engagement (Y1) positively
affects employee performance (Y3). The beta statistical value of the influence coefficient of Y1 on
Y3 is 0.022 with a significance of 0.001 or below 0.05. This means that organizational engagement
(Y1) positively and significantly affects employee performance (Y3). Then hypothesis 3, which
posits that organizational engagement would have a positive and significant impact on employee
performance in the Public Works Office in Maluku Province, is accepted.

The beta coefficient of the influence of the organization environment (X2) on motivation
(Y2) is 0.231 at a significance level of 0.001. The coefficient shows X2 has a positive effect on
Y 2. The beta statistical value of the influence coefficient of X2 on Y2 is 0.231 with a significance
of 0.001 or below 0.05. This means that the organizational environment (X2) positively and
significantly affects motivation (Y2). So, hypothesis 4, which posits that environmental
organization would have a positive and significant effect on the basis in the Public Works Office
in Maluku Province is accepted.

The coefficient beta of the organizational environment (X2) influence employee
performance (Y3) is 0.021 at a significance level of 0.000. The coefficient shows X2 has a positive
effect on Y3. The beta statistical value of the influence coefficient of X2 on Y3 is 0.021 with a
significance of 0.000 or below 0.05. That the organizational environment (X2) has a positive and
significant effect on employee performance (Y3), then hypothesis 5, which posits that
environmental organization would have a positive and significant impact on employee performance
in the Public Works Office in Maluku Province, is accepted.
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The beta coefficient of the influence of motivation (Y2) on performance (Y3) is 0.234 at a
significance level of 0.001. The coefficient shows that Y2 has a positive effect on Y3. The beta
statistical value of the influence coefficient of Y2 on Y3 is 0.234 with a significance of 0.001 or
below 0.05. This means that motivation (Y2) has a positive and significant effect on employee
performance (Y3), so hypothesis 6, which posits that motivation would have a positive and
significant impact on employee performance in the Public Works Office in Maluku Province, is
accepted.

Figure 4 presents the structural model. Testing was carried out to determine the significance
of the indirect effect; if the T-model value is greater than the value of 1.96, it can be concluded that
there is a mediating effect.

Figure 4
T-Model of Interest

The direct effect is an independent variable's influence on an accepted variable or a
direction model defined by a single arrow. The indirect path is through the intermediate variable
or the intermediate variable. Intervening variables are referred to as control variables, which may
shift direction, and a coefficient how’s the degree of importance of an ability or a compilation
relationship or one or more variables used in a model. Table 4 shows the indirect effect between
the variables examined based on the causal relationship and the structural model.

Table 4

Indirect Effect Analysis Results
Number Indirect Effect Value
1 The indirect influence of X1 on Y3 by Y1 0,211
2 The indirect influence of X2 on Y3 by Y2 0,728

*hk =y

Based on Table 4, the T model value of the indirect influence of organizational culture (X1)
on employee performance (Y3) through organizational engagement (Y1) is 0.211 with T model
1.977> 1.96. Thus, hypothesis 2, which posits that organizational culture would positively and
significantly affect employee performance through organizational engagement at the Public Works
Office in Maluku Province, is accepted. The value of the T model, the indirect effect of the
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organizational environment (X2) on employee performance (Y 3) through motivation (Y2), is 0.728
with the T model 2.011> 1.96. Thus, hypothesis 5, which posits that environmental organization
would positively and significantly affect employee performance through motivation at the Public
Works Office in Maluku Province, is accepted.

Discussion and Conclusion
The Influence of Organizational Culture on Organizational Engagement

This research shows a positive and significant effect of organizational culture on corporate
engagement, which is seen from the direct influence path analysis results. The results of this study
are in line with Harwiki (2016) that every culture is said to be effective in the organization if the
employees have good organizational engagement. According to Mitic et al. (2016), engagement
can be successful if the culture is wise, exemplary, disciplined, and applies all procedures
consequently and avoids favoritism that can lead to prejudice, resentment, and social jealousy.

Employee performance will improve if the corporate culture and organizational
engagement is appropriately implemented (Silverthorne, 2004). Every work done requires
standards and the ability to measure oneself or subordinates' performance, compare performance
with standards under existing provisions, and continuously evaluate the activities' results to
determine the need for corrective action in future activities. Employee loyalty to the company is a
behavioral factor that can be used to determine and evaluate employees' ability to survive and carry
out their duties and responsibilities to the organization (Arumi et al., 2019). Commitment is
perceived as a value orientation toward the organization, demonstrating that individuals seriously
consider and prioritize their work and the organization. Individuals will continue to give their all
to help the company accomplish its goals (Acar, 2012).

The managerial implication of the influence of organizational culture on organizational
engagement is the attitude of employees who are obedient to the norms and regulations set by the
workplace by increasing togetherness utilizing analysis, namely a culture that can determine and
analyze steps for achieving goals (Goula et al., 2021; Zeb et al., 2021). Then, a dynamic culture
will be able to adapt to achieve goals in a programmed, structured, and conceptual manner.
Furthermore, in the implementation of decision-making in organizations, innovation and
opportunities are related to policy (Namli, 2021; Sapta et al., 2021).

The Influence of Organizational Culture on Employee Performance

The influence of organizational culture variables on employee performance was positive.
An improvement will follow an increase in corporate culture in employee performance if other
factors that affect organizational culture are considered constant. This research shows a positive
and significant influence of corporate culture on employee performance. The results of this study
are in line with Ogbonna and Harris (2000), explaining that employee performance is the result of
performance that can be achieved by a person or group of people in an organization, following their
respective authorities, duties, and responsibilities to achieve goals. An organization concerned
legally does not violate the law and has appropriate morals and ethics. Ozcelik and Ferman (2006)
argued that employee performance is an attitude of discipline; employee discipline is vital for the
smooth running of a company.

The managerial implication of the influence of organizational culture on employee
performance is the attitude of employees who are obedient to the norms and regulations that the
workplace has established (Giberson et al., 2009; Hamid & Durmaz, 2021). By improving the
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organizational culture via a benefits orientation, management focuses on results or benefits rather
than just techniques. Moreover, the process can be used to obtain these benefits and then expose
people to office management decisions and consider the effect of services on people in an
organization. Furthermore, team orientation is organized based on teams and stability and not
individually (Kantabutra, 2021).

The Influence of Organizational Engagement on Employee Performance

The influence of the organizational engagement variable on employee performance was
positive. An increase in organizational engagement will be followed by improvements in employee
performance, assuming other factors that affect organizational engagement remain constant. This
research shows a positive and significant influence of organizational engagement on employee
performance. The results of this study are in line with Bunch (2007). Solid engagement can
significantly affect individuals and performance; even in a competitive environment, this influence
IS better than other factors such as organizational structure, financial analysis tools, leadership, and
others. Organizational engagement that is easy to adapt to changing times (adaptive) is what can
improve performance.

The managerial implication of the influence of organizational engagement on employee
performance indicates that a well-implemented engagement will improve employee performance
in the Public Works Office in Maluku Province. The results of this study align with Gambi et al.
(2015) in that a working system with engagement positively impacts employee performance. To
improve the application of a work engagement system that has a motivational impact on employee
performance, the Public Works Office of Maluku Province must pay attention to the clarity of work
agreements, years of service, and employee wages. For example, if an employee understands the
work that is his responsibility and the company hire employees according to the agreement
contained in a work engagement, this will encourage employees to work per the provisions set by
the office (Ipinazar et al., 2021; Sawan, 2021). Thus, employee performance will increase
andimprove office performance (Sugiono et al., 2021).

The Influence of Organizational Environment on Motivation

The influence of organizational environmental variables on motivation was positive. This
means that an improvement will follow an increase in motivation in the organizational environment
if other factors that affect the organizational environment are considered constant. This research
shows the positive and significant influence of the organizational environment on motivation. This
indicates that the organizational environment is a force that encourages employee morale, which
includes rewards and punishment.

This consists of a physical work environment and a non-physical work environment.
Employees are motivated to complete work because their needs to exist, establish relationships,
and develop are met (Sugiartha et al., 2021). This study supports the opinion of Buch and Wetzel
(2001), which states that factors creating work motivation include excellent working conditions,
especially in terms of the physical work environment. The feeling is included in all administrative
and management processes and applies to all levels and positions (Koc et al., 2021). Work
motivation is also influenced by a humane way of disciplining that every member of the
organization is an ordinary human being who is not free from weaknesses, deficiencies, and even
mistakes (Maswadeh & Zumot, 2021). An attitude should be considered objectively, and the
punishment given should be proportional to the mistakes made (Silverthorne, 2004). Motivation is
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also related to awarding rewards for carrying out tasks well (Asree et al., 2010).
The Influence of Organizational Environment on Employee Performance

The influence of organizational environmental variables on employee performance was
positive. An improvement in employee performance will follow an increase in the organizational
environment if other factors that affect the organizational environment remain constant. This
research shows the positive and significant influence of the organizational environment on
employee performance. If lighting, air circulation, noise, safety in the workplace, employee
relations at the Public Works Office of Maluku Province have been fulfilled, employee
performance will improve. Jung et al. (2009) stated that a safe and comfortable work environment
is proven to affect employee productivity. The more the Public Works Office of Maluku Province
pays attention to the work environment factors of employees, the more employees will show an
increase in performance in serving clients. Based on the respondents' responses, the impact of the
work environment is high. The highest work environment indicator felt by the staff of the Public
Works Office of Maluku Province indicates that the Public Works Office has good information and
supports the provision of services.

Feeling comfortable and happy will influence employees to be more active, diligent, and
eager to work, and if the work environment is terrible, this will result in decreased employee
performance. Thus, the organization should always strive for more adequate facilities and
infrastructure to make working comfortable. An organization that does so is likely to create a
harmonious relationship with employees so that they think that they are treated fairly in the work
environment (Top et al., 2013). A bad work environment will adversely affect workers because
they feel disturbed in their work, so that they cannot pay attention to their work, resulting in
decreased employee performance (Gambi et al., 2015).

The Influence of Motivation on Employee Performance

The influence of motivation variables on employee performance was positive.
Improvements will follow increased motivation in employee performance if other factors that
influence motivation are considered constant. This study shows a positive and significant influence
of motivation on employee performance. The results of this study support the research of
Silverthorne (2004) that work motivation has a significant effect on employee performance. Work
motivation is essential in increasing work effectiveness. Because people who have high work
motivation will try their best to be successful, if their personal needs are met, they can work harder
and be more enthusiastic (Asree et al., 2010).

Some high work motivation is required to improve employee performance. Therefore, work
motivation has a very close relationship with employee performance. With individual work
motivation, employees will work optimally in a company (Ridlwan et al., 2021). Work motivation
is formed from the attitude of employees facing working conditions. Work motivation is a
condition that encourages employees to be focused on achieving their goals (Dwivedi et al., 2014).
An organizational environment should provide appropriate work motivation by looking at the
behavior shown by employees and choosing ways that it can use to motivate employees to work
(Imron et al., 2021).
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Conclusion

The results showed that the variables of organizational culture and organizational
environment had a direct and indirect influence on increasing organizational engagement,
motivation, and employee performance. These variables need to be maintained significantly to
improve employee performance. The organizational environment and organizational culture can
be a reference for the Public Works Office of Maluku Province in making policies related to
improving employee performance.

Every organization must have a culture. Organizational culture and environment are
significant for the company's long-term survival. Company culture is a foundation that contains
norms, beliefs, how workers work, and behaviors that contribute to the quality of the organization's
success. Due to the diversity of highly respected cultures, the deep local wisdom of Indonesia, with
different cultures and religions, can flourish. The most successful way to respond to changing times
is to create a culture and organizational environment that reflects Indonesia's superior diversity.
The government will have sufficient resources to succeed as a developing country in globalization
if it has a distinctive and acceptable organizational culture.

It is, of course, impossible to make general conclusions when applied to other factors
outside the objectives of this research. Future research is recommended to add additional
independent variables besides organizational culture, organizational environment, organizational
engagement, and motivation, which can affect the dependent variable of employee performance.
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