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Abstract

Employees are the main key in increasing productivity and the success of agency activities.
Employees have an important role in reducing or minimizing the impact of loss or damage caused
by a disaster. This study aims to analyse and empirically test the influence of leadership on
employee work motivation, organizational culture on employee work motivation, leadership on
employee performance, organizational culture on employee performance, work motivation on
employee performance, work motivation in mediating the influence of leadership on employees.
performance, and work motivation in mediating the influence of organizational culture on
employee performance. The method in this study using the sampling method, the population in
this study is the SAR Department of Semarang City. The research sample was 125 samples. The
results show that leadership has a positive effect on work motivation, organizational culture has
a positive effect on work motivation, leadership has a positive effect on performance,
organizational culture has a positive effect on performance, work motivation has a positive effect
on performance, leadership has a positive effect on performance through work motivation, and
culture organization has a positive effect on performance through work motivation. The conclusion
from the results of this study is that the leadership that has been carried out has a positive impact
on employees at the Semarang City Search and Rescue Service.
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1. Introduction

The National Search and Rescue Agency or known as BASARNAS, is a non-ministerial
government agency that has tasks in the field of search and rescue (SAR). Clearly, the duties and
functions of SAR include handling shipping and / or aviation disasters, and / or other disasters
and / or calamities in search and rescue efforts when a disaster occurs.

It is also very important in an agency, namely employees. In every agency activity,
employees are the main key in increasing the productivity and success of the agency's activities
[1]. The Search and Rescue Officeis no exception, where employees have an important role to
play in reducing or minimizing the impact of loss or damage caused by a disaster. Therefore,
improving the performance of the Search and Rescue Office employees is urgently needed .

Employee performance is related to the quality and quantity of work performed by
employees as well as relating to the conditions of employees in certain organizations [2]. Good
performance is performance that supports the achievement of goals and according to
organizational standards. Based on the Performance Report of the National SAR Agency, the
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response time (response time) in handling shipping accidents and other accidents still exceeds
the set target, which is 30 minutes.

Based on the performance data, it is known that for ship accident handling operations,
conditions endanger humans, and so special handling takes way more than 30 minutes [3]. This
shows that the performance of the Search and Rescue Office is not optimal, so it is necessary to
investigate the factors that cause the long response time and travel time in handling accidents.

One of the efforts to improve the performance of the Search and Rescue Office employees
is to increase work motivation [4]. With work motivation for each employee, the employees will
give their best performance for the agency voluntarily. Employees must have good work
motivation, bearing in mind that the task carried out is not an easy task. Employees are tasked
with mapping prevention and mitigation, even having to deal with disasters and damage or loss
due to disasters. Without a good work motivation drive, of course the performance given will not
be optimal

Work inspiration contains a noteworthy positive impact on making strides in representative
execution [5]. Worker work inspiration in creating assignments that are carried outis decided by
the measure of the obligation given to the worker. Based on inquire about [6] work inspiration has
no impact on worker performance. Planting work inspiration is considered inconsequential for the
requirements of employees' presence and development so that it does not have a significant effect
on moving forward representative execution. Teaching work inspiration is considered
inconsequential forthe requirements of employees' presence and development so that it does not
have a noteworthy impact on moving forward representative performance.

One of the factors that plays an important role in increasing employee motivationis the
leadership of aleader. Leadership is the key between success or failure for organizations. In an
organization, the traits and leadership attitudes of a leader to influence others are crucial in
achieving organizational goals. The leadership factor becomes very important because it is the
leader who will move and direct the organization in achieving its goals, which is a difficult task.
Leaders must understand each different behaviour of their members [7].

Based onthe research [8] the results show that leadership has a significant positive effect
on increasing employee motivation [9]. Good leadership will provide positive encouragement to
employees so that employees are motivated to do their job optimally. The results of the research
[10] show that leadership cannot directly affectemployee performance, but it requires a mediating
role in work motivation. This means that a good leadership attitude has a positive influence in
motivating employees to give their best performance in order to achieve organizational goals.

Apart from leadership, a factor that plays an important role in increasing employee
motivation is organizational culture. Organizational culture is the values developed in an
organization, where these values are used to direct the behaviour of employees [11].
Organizational culture influences work motivation positively and significantly, where the more
conducive the relationship between the leader and its members, the relationship between fellow
employees, and the support of the organization's management environment, the more
comfortable it is in the work environment so that it can encourage employee work motivation
[12][13]. The increase in work motivation felt by employees will have an impact on improving
employee performance.

Organizational culture has a significant positive effect on work motivation, where
improvements in organizational culture have an impact on increasing motivation for employees.
This result contradicts the results of [14] research which found that organizational culture has no
influence on work motivation.

Organizational performance is highly dependent on individual performance in an
organization. When individuals in an organization are able to work effectively, the organizational
performance will be effective. Individual performance is the main key in measuring organizational
performance. Personal factors such as a leader's leadership attitude towards employees and the
scope of organizational culture applied to employees greatly affectindividual performance. These
factors can be a motivation for employees to improve individual performance so that
organizational performance becomes better. Based onthe problems and research gaps described
above, researchers are interested in exploring employee performance from the perspective of
leadership and organizational culture through work motivation interventions.

Leadership
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Leadership literally comes from the word pimpin, which means guiding, directing, guiding
and also informing or influencing. Leaders have responsibility both morally and spiritually for the
ability of the work activities of the organization they lead. Thus, the leader is not easy and not
everyone has the ability to carry out his leadership. Leadership is a way or technique of influencing
the behaviour of other people, both individuals and groups. Furthermore, [15] states that
leadership is a way of influencing employee behaviour, so that they are willing to work together
in achieving organizational goals. Based on this definition, leadership is a person's skills in
influencing, directing, spurring, encouraging and controlling employees, to be able to work on a
project on an initiative taken sincerely in achieving certain targets.

In general, the state of the internal organization greatly influences the implementation of
leadership. In this connection, in this case it will explain the description of otherforms of leadership
implementation that can be carried out simultaneously. In planning work based on employee
maturity level, there are four forms of leadership, namely directing, selling, mobilizing,
participating and commanding.

Organizational Culture

According to [16], organizational culture is a system of beliefs, values and norms that are
developed within the organization and serve as guidelines for the behaviour of organizational
members. This organizational culture provides guidelines for employees. Some of the important
roles of organizational culture are: (a) helping to develop a sense of belonging; (b) is used to
develop personal attachments to the organization; (c) helps social balance; and (d) presents a
codeof conductas a result of established norms of behaviour. A culture that grows strong triggers
the organization to develop [17].

[18] mentions 7 cultural dimensions, particularly human family members with nature, time
orientation, individualism as opposed to collectivism, informality, interest orientation, language,
and beliefs. Meanwhile, the size that may be used to distinguish organizational subculture is
based [19] on seven characteristics, particularly: (1) innovation and hazard taking; (2) interest to
greater element, the quantity to which personnel examines in element in greater element; (3)
consequences orientation, the quantity to which control will recognition on cons equences, now
no longer on strategies and strategies to attain those consequences; (4) humans orientation, the
guantity to which choices from control will gain individuals withinside the employer; (5) group
orientation, completed or prepared in an operating group, now no longer people or people; (6)
aggressiveness, the quantity to which someone or member of an employer is competitive and
competitive, now no longer simply relaxing; and (7) balance in sporting out the entirety that has
been planned.

Work Motivation

Motivation is described as a condition or force that encourages employees to be directed
or targeted in order to achieve organizational goals [20]. The energetic mental attitude of each
employee that strengthens work to achieve maximum performance [21]. In addition, motivation
also means the entire process of motivating employees to work well so that they want to do their
job well in order to achieve organizational goals with efficient and economical principles. Thus, in
general motivation is part of individual orientation [22].

This individual orientation can be placed as an important matter of a management activity,
so that it can be aimed at optimizing the abilities of each member by increasing enthusiasm and
energy so that all tasks, either individually or in groups, can be carried out well. There are two
aspects of motivation, namely: 1) dynamic or active aspects, motivation is seen as an effort to
mobilize, direct the potential of members to be more productive and aggressive in achieving
organizational goals; 2) the passive or static aspect, motivation will emerge as a need and also
as a motivatorin order to encourage the ability and enthusiasm of members.

Performance

Performance in a company is an element in an organization, both public and private.
Performance is a work achievement achieved by a person [23][24][25]. According to [26],
employee performance is the level of success of employees in carrying out tasks. Performance
is very important to and will encourage someone to be better at achieving goals [27][28]. So, it
can be concluded that performance is the result of individual work that has been done correctly
in accordance with the responsibilities given in a certain period of time [24][29].
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[30] explains about the balanced scorecard as a performance theory, namely a concept
developed by Robert S. Kaplan and David P. Norton in 1992. This conceptis relatively the same
as that developed in France called the tableau de bord or dashboard which identifies four areas
as triggers for company success, namely in logistics, manufacturing, personnel and
administration. The Balanced Scorecard is a group of integrated performance benchmarks
derived from the company's business strategy. For this reason, top management must define the
company's strategy into performance benchmarks that must be understood and implemented by
all employees. The descriptionis divided into 4 perspectives, namely: (1) financial perspective;
(2) consumer or customer perspective; (3) internal business process perspective; and (4) human
resources learning perspective.

2. Research Method

H3()

Leadership (<1}

Wark Motivation (Z) Performance ()

Qrganizational
Culture (£2)
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Figure 1. Research Model

Population and Sample

In this study the population taken was the Semarang City Search and Rescue Office. The
sample used is saturated sampling technique or census, where all members of the population are
sampled. So that all 125 employees of the Semarang City Search and Rescue Office were
sampled.

Data Collection Technique

To obtain data from various data sources, the researchers used several methods for data
retrieval. This research data using a questionnaire data collectiontool (survey). The researcher
gave a questionnaire to the employees of the Semarang City Search and Rescue Office. The
answers to the questions that the respondent will fill are made on a Likert scale, namely by using
arange of 1to 5, the value of 1is very inappropriate / agree, and the value of 5is very suitable/
agree.

Validity and Reliability Testing

Validity, which means the accuracy and accuracy of the bias to what extent in the
measuring instrument letter to perform the measurement function [31]. In a test, it can be said to
have a high result if the testis able to carry out its measuring function, or provide measurement
results, which are precise and in accordance with the purpose of the test in question. In testing
the validity, it used Factor Analysis which was processed using the SPSS computer program.

The criteria for testing the Kaiser-Mayer-Olkin Odecuary Value (Kaiser's MSA) with a
signal for the data to be collected and correctly carried out. Factor analysis is above 0.50 and this
also shows the Construct Validity of each Variable Item included in the final analysis is that which
has a factor loading more than 0.40 [32].

Reliability is a measure that can be understood and relied on to show the extent of the
index. In this test a is considered reliable if it is> 0.7 [32]. This calculation will be carried out with
the help of the SPSS computer. The results of the calculation show that it is reliable if the alpha
coefficient is greater than 0.7, it means that the questionnaire is reliable and can be used for
research.
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Model Feasibility Test
Coefficient of Determination

To testthis research modelis to calculate the coefficient of determination (R2) here which
is measured is how to explain the dependent variation through the measure of the ability of the
model. The coefficient of determination is between zero and one [32]. The greater the R2, the
independent variable shows the more dominant influence on the dependent variable, and the free
variable has the biggest R2, which shows the dependent variable is the most dominant.

R2 is a quantity that is defined as the coefficient of termination (sample) and part of the
common quantity used as a measure of goodness of fit the regression line. R2 verbally measures
the share of the total variation in Y which is explained using a regression model.

Anova test

The variable here in the F testis aimed at whether it is free to include in the model that
jointly affects the dependent variable [32]. The model is said to be Fit, if the probability value is
significant less 5%.

Hypothesis test

The t test is to test the acceptance and rejection of the hypotheses tested in this study.
This test is shown by the extent of the influence of the independent variable individually to explain
the variation in the dependent variable [32]. Testing by looking at the maximum error of the test
results, if the maximum error (Sig) is less than 5% then the tested hypothesis can be accepted
[32].

Mediation Testing

In this study, to test the effect of intervening variables, a path analysis was used, which
is an extension of multipleregression analysis. Path analysis is used here as a regression analysis
as an estimate of the theory-based causality relationship with the determination of existing
variables. This relationship according to the theoretical basis has been formed with a model that
can be done using path analysis using a pattern of relationships from several variables [32].

A directrelationship occurs when there isinfluence from one variable to another and there
are no other variables as a mediator (intervening). An indirect relationship occurs if there is a
mediator in the relationship between the two variables by determining the multiplication result
between the standardized values of the independent variable to the mediating variable and the
mediating variable to the dependent variable. If the direct regression path coefficient is greater
than the indirect calculation (using mediation), it can be said that the relationship is a direct
relationship, and vice versa.

3. Results and Analysis
Descriptive statistics

Respondents of this study were all employees of the Semarang Search and Rescue
Office. In this study, 125 questionnaires were distributed according to the number of employees
of the Semarang Search and Rescue Office. All questionnaires distributed were returned by the
employee. Of the 125 returned questionnaires, 23 questionnaires were eliminated because there
were missed or multiple answers, so the questionnaire that could be used was 102.Thus, the
return rate of the questionnaire was 100% and the usable rate of return was 81.60%. A summary
of the questionnaire returns is presented in the following table.

Table 1. Questionnaire Return Rate

Distributed questionnaires 125
The questionnaire was not returned 0
Questionnaires returned 125
Eliminated Questionnaire 23
Questionnaire used 102
Rate of return (respond rate) 100%

Determinants of Employee Performance with Work Motivation as an Intervening Variable at the
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Rate of return used (usable respond rate) 81,60%

Source: Primary Data Processed, 2020

From 102 questionnaires that have been distributed to employees generate
hypotheses. The following 7 hypotheses were generated:

The Influence of Leadership on Work Motivation

Theory 1 proposed in this ponder is that administration encompasses a positive impact
on work inspiration. In other words, the higher the administration values connected by the
authority of the Semarang Look and Help Office, the higher the work inspiration felt by
representatives in that organization. The comes about of the measurable testing of speculation 1
appear that the noteworthiness esteem is littler than alpha 0.05 so that theory 1 is acknowledged.

Based onthe comes about of testing for speculation 1, this ponder succeeded in finding
a noteworthy impact of authority on work inspiration in a positive course. In this way, theory 1 is
acknowledged. The higher the authority values connected by the administration, the higher the
work inspiration felt by employees.

The comes about of testing for speculation 1 are in understanding with past inquire about
conducted by [8] which concluded that authority incorporates a noteworthy positive impact on
work inspiration. In common, administration demeanours incredibly influence representative
inspiration. A pioneer who can make himself a great case and part show for workers will impact
the employee's point of see at work, and make the pioneer ended up a part demonstrate. Pioneers
who are willing to listen thoughts from workers some time recently making a choice will make
representatives have a strong motivation to work [33], so that work isn't a burden but a
commitment that must be completed intentionally in arrange to attain organizational goals.

The test results are in accordance with the hypothesis, that the implementation of good
leadership will create a good work motivation. Based onresearch data, most respondents agree
that the value of good leadership at the Semarang Search and Relief Office will create good work
motivation as well. This shows that in general the leadership of aleader in the Semarang Search
and Relief Office has a strong influence in influencing employee motivation.

The Influence of Organizational Culture on Work Motivation

Hypothesis 2 proposed in this study is that organizational culture has a positive effect on
work motivation. In other words, the higher the work culture values that are applied to the
Semarang Search and Relief Office, the higher the work motivation felt by employees in that
agency. The results of statistical testing of hypothesis 2 show that the significance value is smaller
than alpha 0.05, so that hypothesis 2 is accepted.

Based on the results of testing for hypothesis 2, this study succeeded in finding a
significant effect of organizational culture on work motivation in a positive direction. Thus,
hypothesis 2 is accepted. The higher the work culture values applied by the agency, the higher
the work motivation felt by employees.

The results of testing for hypothesis 2 are in accordance with previous research
conducted by [34] who concluded that organizational culture has a significant positive effect on
work motivation. The creation of a good culture in an organizational environment is an important
key in the formation of good work motivation for employees. A good culture in an organization will
make the work environment comfortable to work. With a good atmo sphere and culture between
leaders and employees, as well as between employees and each other, it will create comfortin
working so that employees see a job not as a burden but an obligation that must be completed
voluntarily in order to achieve organizational goals. By creating a good organizational culture in
an organization, employees will be motivated to do their best in completing their work.

The test results are in accordance with the hypothesis, that the implementation of a good
organizational culture will create a good work motivation. Based on research data, most
respondents agree that the values of good organizational culture in the Semarang Search and
Relief Office will create good work motivation as well. This shows that in general the work culture
at the Semarang Search and Relief Office has a strong influence in influencing employee
motivation.

The Influence of Leadership on Performance
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Hypothesis 3 proposed in this study is that leadership has a positive effect on
performance. In other words, the higher the leadership values applied by the leadership of the
Semarang Search and Relief Office, the higher the performance of employees in that agency.
The results of statistical testing of hypothesis 3 show that the significance value is smaller than
alpha 0.05, so that hypothesis 3 is accepted.

Based on the results of testing for hypothesis 3, this study succeeded in finding a
significant influence of leadership on performance in a positive direction. Thus, hypothesis 3 is
accepted. The higher the leadership values applied by the leader, the higher the employee's
performance.

The results of testing for hypothesis 3 are in accordance with previous research
conducted by [35] which concluded that leadership has a significant positive effect on employee
performance. Leaders in an organization must have advantages over their employees, so that
leaders have the authority to mobilize employees without coercion and so that employees can
work under the leader's command with a full sense of responsibility and without being forced. The
leadership attitude of a leader is one of the keys to the success of an organization, because a
leader is someone who manages the employees to move to achieve organizational goals. The
better the leadership of a leader, the better he will be able to manage his employees to work
effectively and efficiently in accordance with the abilities of each employee so that employee
performance will also increase.

The test results are in accordance with the hypothesis, that the implementation of good
leadership will result in good performance. Based on research data, most respondents agree that
good leadership values at the Semarang Search and Rescue Office will result in good
performance as well. This shows that in general the leadership of a leader in the Semarang
Search and Relief Office has a strong influence in influencing employee performance.

The Influence of Organizational Culture on Performance

Hypothesis 4 proposed in this study is that organizational culture has a positive effect on
performance. In other words, the higher the work culture values that are applied to the Semarang
Search and Rescue Office, the higher the employee's performance in that agency. The results of
statistical testing of hypothesis 4 show that the significance value is smaller than alpha 0.05, so
that hypothesis 4 is accepted.

Based on the results of testing hypothesis 4, this study was able to find a significant
influence of organizational culture on performance in a positive direction. Thus, hypothesis 4 is
accepted. The higher the work culture values applied by the agency, the higher the employee's
performance.

The results of testing for hypothesis 4 are in accordance with previous research
conducted by [34] which concluded that organizational culture has a significant positive effect on
employee performance. Organizational culture becomes a code of conductforits members which
is unconsciously applied in carrying out organizational activities. The importance of organizational
culture in relation to employee performance. that in reality, one of the organizational culture
studies suggests that employees in companies or institutions with strong cultures are more
responsible for the performance of their company or agency than employees in companies or
institutions with weak cultures. Companies or agencies with strong cultures will also use their
training efforts and outreach practices to build employee performance.

The test results are in accordance with the hypothesis, that the implementation of a good
organizational culture will result in good performance. Based on research data, mostrespondents
agree that the values of a good organizational culture at the Semarang Search and Relief Office
will result in good performance as well. This shows that in general the work culture at the
Semarang Search and Rescue Office has a strong influence in influencing employee
performance.

Effect of Work Motivation on Performance

Hypothesis 5 proposed in this study is that work motivation has a positive effect on
performance. In other words, the higher the work motivation of the Semarang Search and Rescue
Officeemployees, the higher the employee's performance in that agency. The results of statistical
testing of hypothesis 5 show that the significance value is smaller than alpha 0.05, so that
hypothesis 5 is accepted.

Determinants of Employee Performance with Work Motivation as an Intervening Variable at the
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Based on the results of testing for hypothesis 5, this study succeeded in finding a
significant effect of work motivation on performance in a positive direction. Thus, hypothesis 5 is
accepted. The higher the work motivation felt by employees, the higher the employee's
performance.

The results of testing for hypothesis 5 are in accordance with previous research
conducted by [5] which concluded that work motivation has a significant positive effect on
employee performance. Employees who work in a company or agency with high work motivation
will produce good performance because of a sense of responsibility to carry out work with full
awareness. Employees who do not have work motivation cannot work optimally, effectively or
efficiently because work motivation is the driving force that becomes a reason for someone to do
something. Positive and strong work motivation is the key to the success of achieving
performance and achieving organizational goals. With positive and strong work motivation in
employees, employees will be moved to always improve performance and always provide the
best performance for the company or institution where they work.

The test results are in accordance with the hypothesis, that good work motivation will
result in good performance. Based on research data, most respondents agree that good work
motivation at the Semarang Search and Relief Office will result in good performance as well. This
shows that in general work motivation at the Semarang Search and Relief Office has a strong
influence in influencing employee performance.

The Influence of Leadership on Performance Through Work Motivation

Hypothesis 6 proposed in this study is that leadership has a positive effect on
performance through work motivation. In other words, the higher the leadership values applied by
the leaders of the Semarang Search and Relief Office, the higher the employee's work motivation,
and the higher the work motivation of the Semarang Search and Help Office employees, the
higher the performance in that agency.

Based on the results of statistical analysis, it is known that the direct effect of leadership
on employee performance is 0.454. While the indirect effect of leadership on employee
performance through work motivation is the multiplication of the beta value of leadership on work
motivation and the beta value of work motivation on performance, namely 0.310 x 0.401 = 0.124.
Based onthe results of these calculations, it is known that the direct effectis 0.454 and the indirect
effectis 0.124. The indirect effect is smaller than the direct effect, so hypothesis 6 which states
that leadership has a positive effect on employee performance through work motivation is not
provenin this study.

The test results are not in accordance with the hypothesis proposed, that good leadership
will create good work motivationand good work motivationwill result in good performance. Based
on the results of testing for hypothesis 6, this study did not find any significant influence of
leadership on employee performance through work motivation. Thus, hypothesis 6 is rejected.
Work motivation does not mediate the influence of leadership on the performance of the
Semarang Search and Rescue Office employees.

The Influence of Organizational Culture on Performance Through Work Motivation

Hypothesis 7 proposed in this study is that organizational culture has a positive effect on
performance through work motivation. In other words, the higher the work culture values applied
by the Semarang Search and Help Office, the higher the employee's work motivation, and the
higher the work motivation of the Semarang Search and Help Office employees, the higher the
performance in that agency.

Based on the comes about of factual investigation, it is known that the coordinate impact
of organizational culture on worker execution is 0.404. Whereas the backhanded impact of
organizational culture on worker execution through work inspiration is the increase of the beta
esteem of organizational culture on work inspiration and the beta esteem of work inspiration on
execution, specifically 0.196 x 0.401 = 0.079. Based on the comes about of these calculations, it
is known that the coordinateimpactis 0.404 and the backhanded impact is 0.079. The roundabout
impact is littler than the coordinate impact, so theory 7 which states that organizational culture
incorporates a positive effect on representative execution through work inspiration isn't
demonstrated in this study.

The test comes about are not in agreement with the theory, that a great organizational
culture will make great work inspiration and great work inspiration will result in great execution.

ATM Vol 6, No. 1 January 2022: 19-29



ATM e-ISSN: 2622-6804 p-ISSN: 2622-6812 m 27

Based on the comes about of testing for speculation 7, this consider did not discover any
noteworthy impact of organizational culture on representative execution through work inspiration.
In this way, speculation 7 is rejected. Work inspiration does not intervene the impact of
organizational culture onworker execution within the Semarang Look and Help Office.

4. Conclusion
So, the problems that occur are the factors that determine leadership in influencing the
increase in employee work motivation at the Semarang City BASARNAS Service.
Based on the results of the questionnaire, there are 7 conclusions as follows:
1) Leadership directly has a positive influence on work motivation. These results indicate

that the work motivation of the Semarang Search and Relief Office employees can be
improved by implementing good leadership values.

2) Organizational culture directly has a positive influence on work motivation. These results
indicate that the work motivation of Semarang Search and Relief Office employees can
be improved by implementing a good organizational culture.

3) Leadership directly has a positive influence on employee performance. These results
indicate that the performance of the Semarang Search and Relief Office employees can
be improved by implementing good leadership values.

4) Organizational culture directly has a positive influence on employee performance. These
results indicate that the performance of the Semarang Search and Rescue Office
employees can be improved by implementing a good organizational culture.

5) Work motivation directly has a positive influence on employee performance. These
results indicate that the performance of the Semarang Search and Rescue Office
employees can be improved by keeping the employees' work motivation in good
condition.

6) Work motivation does not mediate the influence of leadership on the performance of
employees of the Semarang Search and Relief Office. These results indicate that work
motivation is not related to increasing leadership values and improving employee
performance in the Semarang Search and Rescue Office.

7) Work motivation does not mediate the influence of organizational culture on employee
performance in the Semarang Search and Relief Office. These results indicate that work
motivation is not related to improving organizational culture and improving employee
performance in the Semarang Search and Relief Office.

The limitation experienced during compiling this research is the method of datacollection.
This study only collects data using a closed questionnaire, so there is a chance that the results of
this study do not describe the realities that occurin the field.

Because there are still limitations in this study, suggestions for future research
improvements are expected to add data collection methods in the form of open questionnaires or
interviews, so that opinions and aspirations of respondents can be more conveyed in order to
achieve employee performance and agency performance to be better.
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