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Abstract
The dominant factor to achieve a school's competitiveness is the performance of headmasters. This study
aimed to determine the direct and indirect influence of organizational culture, work environment, personality, and
motivation on the performance of principal of state senior high schools. Research samples were 310 principals of
state schools in Jakarta. Data analysis used a path analysis of which requirements were the test of normality,
homogeneity, and linearity. The results of the research there were direct influence exogenous variables on
endogenous, and there was indirect influence of personality through motivation on the job performance. Increased
job performance could be done by coaching the headmaster about the culture, environment, and personality.
Keywords: Job performance, organizational culture, work environment, personality, motivation.

in the form of job performance and organizational
commitment. Both of these things are influenced by 1)
job satisfaction; 2) stress; 3) motivation; 4) Trust, Justice,
& Ethics, 5) learning & decision making. These were
influenced by: 1) organizational culture; 2) organizational structure; 3) learning style & behavior, 4) leadership
power & influence, 5) team processes; 6) team Characteristic; 7) personality and culture; and 8) ability.
While according to (Gibson, Ivancevich, Donnelly
Jr., & Konopaske, 2012) In the Model Path-Goal theory,
job satisfaction and performance are essentially outcomes influenced by follower/subordinate perception
and work motivation. Both of them are also influenced
by various factors, among them: leaders’ behavior/
styles, follower/subordinate characteristics), dan environmental factors. Therefore, the title of this study is
"enhancing job performance through organizational culure, work environment, personality, and work motivation". The study to determine the direct influence of
organizational culture, work environment, and personality on motivation, then to determine the direct influence
of organizational culture, work environment, personality, and motivation on job performance, and indirect
influence of organizational culture, work environment,
personality through work motivation on the performance
of principal of state elementary school, junior high
school and senior high schools.
Organizational culture has emerged as a new
aspect of business management since the 1980s,
and is recognized as a means to actively cope with the
rapidly changing environment (Nam & Kim, 2016). The

Introduction
The progress of school performance is determined
by the management of the principal, as the leadership of
the education organization must perform the vision and
mission through five element of management. Planning,
organizing, command, co-ordination, and control (Fayol
& Storrs, 1954). In particular, the duties and functions of
the principal in Indonesia are to carry out the main
managerial tasks, entrepreneurship development, and
supervision to the teachers and education (Permendikbud Nomor 6, 2018).
The leadership of the headmaster is very dependent
on various aspects, namely its environment, its infrastructure means, how the pattern of implementation,
human resource support, and institutional and the concepts of accurate and clear (Nai & Wiwik, 2018). The
progress of an organization depends on the personality
of the leader, according to the opinions of (Najam-usSahar, 2016) that If we find that what personality type is
appropriate for a job then it can be a tool to choose the
right person for the right job. It can be a base in recruiting
process for recruiters and have a positive impact on organization’s performance. The more recognized the university’s employees’ contributions to the organizational
performances are, the more motivated and involved the
employees become (Zlate & Cucui, 2015).
In an organization, job performance is one of the
outcomes individuals who are influenced by va-rious
factors. As outlined by Colquitt, LePine, dan Wesson
(2019) that outcomes of individuals in the organization
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direct link of culture with behavior has been identified as
problematic (Borys, 2014). The kind of organizational
culture is supported by an open system that promotes the
willingness to act. Some organizational cultures favor an
unequal or hierarchical distribution of power, while
others adopt values and norms that foster an equal or
egalitarian distribution of power (Janićijević, Nikčević,
& Vasić, 2018). Organizational culture is based on cognitive systems, which help to explain how employees
think about and make a decision (Nwakoby, Okoye, &
Anugwu, 2019). It is necessary to grasp the culture of
each organization and enhance the understanding of
industry-specific culture to grasp the culture of a new
fusion organization (Nam & Kim, 2016). Thus it can be
said that organizational culture is an important part of the
organization's life to determine the direction of how
something runs in an organization, according to the rules
and values applicable in that organization.
Environment, we argue that when employees perceive an appositive and supportive work environment,
they will produce positive work outcomes in response to
the favorable treatment by their organization (Teo,
Bentley, & Nguyen, 2019). Improving a learning work
environment that might reduce conflict, disable resistance, and encourage tolerance for uncertainty and
ambiguity (Farhan, 2018). Positive work environment
perceptions, organizational encouragement as well as
supervisory encouragement are assumed to be important
determinants of participation intention in firm-internal
executed innovation contests (Hober, Schaarschmidt, &
von Korflesch, 2019). Work environment refers to the
atmosphere of an organization where employees do their
works (Hanaysha, 2016). Work environment involves
all the aspects which act and react on the body and mind
of an employee (Jain & Kaur, 2014). Thus it can be said
that the work environment is an important part of the
organization's life to determine employees can work
comfortably that can create a pleasant atmosphere.
Personality can be described as the characteristics
of someone act in a certain way (Ghani, Yunus, &
Bahry, 2016). Personality represents a core of relatively
stable individual differences in which alterations can be
intentionally induced or can occur naturalistically
(Chapman, Roberts, & Duberstein, 2011). Big Five
Personality (neuroticism, extraversion, openness, agreeableness, and conscientiousness) traits model has
divided the personality into five broad traits, these are
more useful in identifying different kinds of job-related
attitudes and behaviors (Thiruvarasi & Kamaraj, 2017).
Aside from the Big Five traits, other personality conceptualizations, such as Need for Cognition, have similarly
been linked to cognitive outcomes in old age. Need for

Cognition conceptualizes individual differences in the
tendency to seek out and enjoy cognitively demanding
activities (Cacioppo & Petty, 1982). In view of personality disposition, forgiveness refers to the tendency of
individuals to forgive others in interpersonal situations
(Safaria, Tentama, & Hadi, 2016). Thus it can be said
that organizational personality is an important part of the
Organization's life to determine in determining the type
of work that is suitable for employees.
Most researchers would implicitly agree that
there are individual differences in motivation, and these
differences can be traced to dispositional tendencies
(Judge & Ilies, 2002). Leaders’ motivation for sustainability should have a direct and positive effect on the
likeliness of firms adopting a sustainability strategy
(Eide, Saether, & Aspelund, 2020). Some issues of
motivation in the education process can be related to the
issues of work motivation, because children observe and
learn the interests, values, and attitudes towards the
responsibilities of their parents (Berková & Krejčová,
2016). Motivation is a highly complex psychological
process, involving the nervous activity, cognition,
emotional realm and the stable personality traits that
allow people to interact with their environment (Fandiño, Muñoz, & Velandia, 2019). Motivation theories
talk about: intrinsic motivators, a person’s internal desire
to do something, due to such things as interest, challenge,
and personal satisfaction, and extrinsic motivators
Motivation that comes from outside the person and
includes such things as pay, bonuses, and other tangible
rewards (Langton, Robbins, & Judge, 2016). The fullest
type of internalization, which allows extrinsic motivation to be truly autonomous or volitional, involves the
integration of an identification with other aspects of
oneself—that is, with other identifications, interests, and
values (Gagné & Deci, 2005). The argument about the
superiority of intrinsic motivation usually relates to its
nature, that is, it originates from within the individual and
is independent of external influences. Instead extrinsic
motivation, that is to say, such motivation would
disappear as soon as the reward or punishment was
withdrew (Zhu & Leung, 2011). The findings prove that
money, salary or bonus just have small influence to work
motivation (Sutanto et al., 2018). Thus it can be said that
motivation is an important part of the organization's life
to determine the employee of how employee’s interest in
the activity organization, according to intrinsic and extrinsic motivation.
Job Performance is an achievement stage as a work
accomplishment by an individual from the organization
(Eliyana, Ma’arif, & Muzakki, 2019). Performance is a
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condition the level of achievement of results an organization associated with the vision and mission of an
organization run (Virgana, 2018). Job performance has
been identified as a significant key for organizations to
gain competitive advantage and superior productivity
(Singh, 2016). Job performance also ensures the organization is functioning well and it consists of the knowledge and skills that able to guide the employees to
perform a variety of activities (Ghani et al., 2016). The
role of performance based reward management as an
important predicting variable is consistent with the
notion of leadership theory (Ismail, Anuar, & Abdullah,
2016). The job performance of employees plays a crucial
factor in determining an organization’s performance
(Farooqui & Nagendra, 2014). The performance assessment of civil servants is used as a control of productive
work behavior to achieve agreed work results and not an
assessment based on the personality of a civil servant
(Mextaria, Sukmawati, & Hubeis, 2019). Thus it can be
said that Job Performance is an important part of the
organization's life to gain competitive advantage, achieves stage as a work accomplishment by an individual.
This study is to determine the influence directly
organizational culture, work environment, personality,
and motivation on headmaster performance. And to
determine the influence indirectly of organizational
culture, work environment though variables intervening
on headmaster performance. More specific study questions are formulated as follows. Is there a direct influence
organizational culture on work motivation? Is there a
direct influence on work environment on work motivation? Are there any significant direct influences of personality on work motivation? Is there a direct influence
organizational culture on headmasters’ performance? Is
there a direct influence on work environment culture on
headmasters’ performance? Are there any significant
direct influences of personality on headmasters’ performance? Is there a direct influence motivation on Headmaster's performance? Is there an indirect influence
organizational culture through motivation on headmasters’ performance? Is there an indirect influence on work
environment on headmasters’ performance? Is there an
indirect influence of personality on headmasters’ performance?
Based on the description and the question study, the
hypothesis formulation of this research that there is a
direct influence of:
𝐻1 : Organizational culture on work motivation
𝐻2 : Work environment on work motivation
𝐻3 : Personality on work motivation
𝐻4 : Organizational culture on job performance
𝐻5 : Work environment on job performance

89

𝐻6 : Personality on job performance
𝐻7 : Motivation towards job performance
And the indirect influence of:
𝐻8 : Organizational culture on job performance through
motivation
𝐻9 : Work environment on the job Performance through
motivation
𝐻10: Personality on job performance through motivation
Based on the theories outlined, the researchers
develop the hypothesis and shown in Figure 1.

Figure 1. Conceptual framework of the study
Description:
𝑋1 : Organizational culture
𝑋2 : Work environment
𝑋3 : Personality
𝑋4 : Work motivation
𝑋5 : Job performance

Research Methods
This study was quantitative with the type of causal
research; data processed using path analysis, the study
was held in November 2019 to March 2020. The
population of this study was 2,216 principals of which
1,109 principals of junior high schools; 510 principals of
senior high schools; 606 principals of vocational high
school in Jakarta (population with strata). Based on the
population Table 2, 216 of sampled sampling studies
rounded as much as 310 with random technique stratified sampling, retrieved 310 participants (principals),
with proportional way of which 155 principals of junior
high schools, of which 71 principals of senior high
schools, of which 84 of vocational high schools, of
which 136 (44%) were males and 174 (56%) were females, the age between 27–56 years old, 192 (62%) were
bachelor degree holders, 71 (23%) master degree holders, and 47 (15%) were doctor degree holders. A total
of 56 (16%) employees had served between 0–5 years,
68 (22%) employees had served between 6–11 years, 71
(23%) employees had served between 12–17 years,
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53(17%) employees had served between 18–22 years,
47(15%) employees had served between 23–27 years,
15(5%) employees had served between 27–32 years.
To obtain research data using questioners, there
were five sets of questioners: organizational culture,
work environment, personality, motivation, and job
performance. The rating scale used for all variables has
five categories of the answer options, namely: (a)
always; (b) often; (c) sometimes; (d) infrequently; and
(e) never. Alternate answers are weighted by a value of
5 to 1 for a positive statement, and a weight value of 1 to
5 for negative statements. The questionnaires were
divided into two parts. Part 1 demographic data, in this
section the respondents were asked to complete the questionnaire, such as age, gender, degree holders, work experience, and subject. Part 2 the items of five variables,
in this section, the respondent was asked to answer
questions in the questionnaire of which 30 items of
organizational culture, work environment, personality,
motivation, and job performance. The development of
research instruments is pursued in several ways, namely:
(a) to determine the conceptual definition (b) to develop
a research variable indicator; (c) to compile the grid of
instruments; to conduct test instruments: validity testing
and instrument reliability (Riduwan, 2011).
Results and Discussion
Data analysis requirements are performed before
the instrument is used in research, then researchers do
validity and reliability tests, the validity of instrument
items was determined by comparing the value of 𝑟𝑥𝑦
obtained with the critical r value Pearson's Product
Moment at n = 20, outsides of the sample. If
𝑟𝑐𝑜𝑢𝑛𝑡 >𝑟𝑡𝑎𝑏𝑙𝑒 , then the instrument item is valid and is
used for data collection. Conversely, if 𝑟𝑐𝑜𝑢𝑛𝑡 < 𝑟𝑡𝑎𝑏𝑙𝑒 ,
then the item becomes invalid and was not used in the
study. In the critical value Pearson's table product moment is known to be (𝑟𝑡𝑎𝑏𝑙𝑒 = .360) for n = 20 with α =
.05. The validity test of organizational culture instruments was performed with the help of Microsoft Excel.
After calculating the validity of the instrument test and
the result of 30 items of which 28 were valid and two
invalid item; 27 were valid and three invalid items for
work environment; 28 were valid and two invalid items
for personality; 28 were valid and two invalid items for
motivation; 29 were valid and one invalid item for job
performance. The reliability of the items of valid
instruments was then analyzed by the Cronbach Alpha
technique; the calculation is done using Excel for the
Windows program as seen in Table 1.

Data analysis requirements of a path analysis are
analysis of data normality, data homogeneity, a test of
significance and linearity of the regression coefficient.
Test the Normality Distribution Error
The first requirement to be met in a path analysis is
that the sampling error must originate from a population
that is normally distributed. Test the normality error data
is performed to know that the distribution of the
observed sample error comes from a population that is
on a normal distribution or not. Test statistics conducted
to test the normality of distribution errors in this study are
the test of Lilliefors. The provisions in this test are all the
statistics Sig. (2-tailed) < .05 then the error data is normally distributed.
Table 1
Reliability Statistics for Each of the Variables
Variable

n

Organizational culture
Work environment
Personality
Motivation
Job performance

28
27
28
28
29

Cronbach’s
Alpha
.914
.917
.912
.918
.915

Result
Reliable
Reliable
Reliable
Reliable
Reliable

Table 2
One-Sample Kolmogorov-Smirnov Test
Job
Org. Environ- Persona- MotivaPerforCulture ment
lity
tion
mance
n
310
310
310
310
310
Normal
Mean
95.16 94.98
93.30 95.18 102.45
Parametersa,b Std. Deviation 9.176 7.084
9.903 9.453
7.674
Most Extreme Absolute
.183
.171
.171
.179
.099
Differences
Positive
.183
.171
.171
.179
.099
Negative
-.127
-.130
-.109 -.130
-.070
Test Statistic
.183
.171
.171
.179
.099
Asymp. Sig.(2-tailed)
.000c
.000c
.000c
.000c
.000c
a. Test distribution is Normal.
b. Calculated from data.
c. Lilliefors Significance Correction

Table 3
Summary Results Calculation of Homogeneity Test
Variable
X4 by X1
X5 by X1
X4 by X2
X5 by X2
X4 by X3
X5 by X3
X5 by X4

Levene
Statistic
1.209
1.315
1.122
.797
.966
1.057
1.369

df1

df2

Sig.

20
20
15
15
28
28
29

277
278
291
292
279
280
276

.246
.449
.336
.681
.518
.391
.104

Result
Homogeneity
Homogeneity
Homogeneity
Homogeneity
Homogeneity
Homogeneity
Homogeneity
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Table 4
Summary of Linearity Test and Significance Test Results
Path
𝑋4 by 𝑋1
𝑋4 by 𝑋2
𝑋4 by 𝑋3
𝑋5 by 𝑋1
X5 by X2
X5 by X3
X5 by X4

Sig.
.705
.971
.560
.555
.889
.216
.724

>.05 Fcount
Linear .843.
Linear
.439
Linear .937
Linear
.944
Linear
.592
Linear 1.215
Linear 0.883

Ftable
2.6341
2.6341
2.6341
2.6341
2.6341
2.6341
3.8718

Result
Significant
Significant
Significant
Significant
Significant
Significant
Significant

Test Data Homogenization
A homogenization test is performed to determine
that the sample data is derived from a population that
has a variant or a diversity that is homogeneous or
uniform. Test the statistics conducted to know the data
homogeneity with Levene Statistics. All the data of the
study come from a population that has a homogeneous
variant because of sig. >.05. As seen in Table 3.
The significance test and linearity of the simple
linear regression model following the inter-variable
relationship model formulated in the research model,
that must be Sig. >.05 and also F-count < F-table, then
it can be said that the relationship between organizational culture and motivation is linear, the relationship
between environment and motivation is linear, the
relationship between the personality and motivation is
linear, the relationship between the organizational
culture and job performance is linear, environment and
job performance is linear. The relationship between
personality and job performance is linear; the relationship between motivation and job performance is linear,
as seen in Table 4.
Hypothesis Testing Requirements
Determination of the correlation coefficient between variables in structural models in Table 5 the entire
correlation coefficient interrelated variables is positively
marked, besides, the whole value of the correlation
coefficient is significant because r-count > .05, this
indicates that there is a positive correlation between
variables. Based on the result of a path coefficient of
counting is used to test the proposed hypothesis and
measure the impact of both direct and indirect exogenous variables against endogenous variables in structural models. Withdrawal of the hypothesis conclusion is
done through the calculation of the statistical value of
each path coefficient, provided if tcount > ttable The path
coefficient is significant and vice versa if tcount < ttable then
path coefficient is not significant. Based on the
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calculation of SPSS 24, the correlation coefficient and
path analysis are acceptable because of sig.< .05 as seen
in Table 5.
Hypothesis Proof
𝐻1 : Organizational culture has a significant direct influence on motivation. Calculation results obtained
that the path coefficient X1 by X4 (p41) gets .142 with
tcount = 2.672. At α = .05 retrieved ttable = 1.968,
because the value tcount (2.672) >ttable (1.968). Then
the path coefficient is very significant. It is proof
that there is a significant direct influence on
organizational culture to motivation (X4).
𝐻2 : Environment has a significant direct influence on
motivation. Calculation results obtained that the
path coefficient X2 by X4 (p42) gets .291 with tcount =
5.370. At α = .05 retrieved ttable = 1.968. Because
the value tcount (5.370) > ttable (1.968), then the path
coefficient is very significant. It is proof that there
is a significant direct influence environment (X1) on
motivation (X4).
𝐻3 : Personality has a significant direct influence on
motivation. Calculation results obtained that the
line coefficient X3 by X4 (p43) gets .150 with tcount =
2.785. At α = .05 gets ttable = 1.968 because the value
tcount (2.785) > ttable (1.968), then the path coefficient
is very significant. It is proof that there is a
significant direct influence on organizational culture on trust (X4).
𝐻4 : Organizational culture has a significant direct
influence on job performance. Calculation results
obtained that the line coefficient X5 by X1 (p51) gets
.260 with tcount = 4.984. At α = .05 retrieved ttable =
1.968, because the value tcount (4.984) > ttable
(1.968), Then the path coefficient is very significant. It is proof that there is a significant direct influence environment on motivation (X4).
𝐻5 : Environment has a significant direct influence on
job performance. Calculation results obtained that
the line coefficient X2 by X5 (p52) gets .227 with tcount
= 4.279. At α = .05 retrieved ttable = 1.968, because
the value tcount (4.279) >ttable (1.968). Then the path
coefficient is very significant. Thus it is proof that
there is a significant direct influence on organizational culture on job performance (X5).
𝐻6 : Personality has a significant direct influence on job
performance. Calculation results obtained that the
line coefficient X2 by X5 (p52) gets .170 with tcount =
3.2373. At α = .05 retrieved ttable = 1.968, because
the value tcount (3.237) >ttable (1.968), then the path
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Table 5
Findings of Research Hypotheses
Hypotheses
1. Organizational culture has a significant
direct influence on motivation
2. The work environment has a
significant direct influence on
motivation
3. Personality as a significant direct
influence on the motivation
4. Organizational culture has a significant
direct influence on job performance
5. The work environment has a
significant direct influence on job
performance
6. Personality has a significant direct
influence on job performance
7. Motivation has a significant direct
influence on job performance

Correlation
Coefficient
𝑟14 =.165

Path
Coefficient
𝑝41 =.142

𝑟24 =.063

𝑡𝑐𝑜𝑢𝑛𝑡

Sig.<.05

Result

2.672

.000

Accepted

𝑝42 =.291

5.370

.000

Accepted

𝑟34 =.225

𝑝43 =.150

2.785

.000

Accepted

𝑟15 =.073

𝑝51 =.260

4.984

.001

Accepted

𝑟25 =.095

𝑝52 =.227

4.279

.027

Accepted

𝑟35 =.185

𝑝53 =.170

3.237

.000

Accepted

𝑟45 =.121

𝑝54 =.361

2.998

.002

Accepted

coefficient is very significant. It is proof that there
is a significant direct influence environment on job
performance (X5).
𝐻7 : Motivation has a significant direct influence on job
performance. Calculation results obtained that the
line coefficient X4 by X5 (p54) gets .169 with tcount =
2.998. At α = .05 retrieved ttable = 1.968, because
the value tcount (2.998) >ttable (1.968), then the path
coefficient is very significant. It is proof that there
is a significant direct influence environment on job
performance (X5).
𝐻8 : Organizational culture has significant indirect
influence through motivation on the job performance. The next step is to determine the indirect
influence of organizational culture through motivation on job performance, by doing the following
calculations as follows:
𝑝541 = 𝑝41 x 𝑝54 = .142 x .361 = .05415
𝑠41 = .055 (std. error) and 𝑠54 = .055, Sm = Std.
Error merge
(𝑛41−1)𝑆41²+(𝑛54−1)𝑆54²

Sm =√

(𝑛41+𝑛54−2)
309(.055)²+ 309(.055)²
618

Sm = √

.934725+ .934725
1.86945
= √ 618 = .055
618
𝑝541
.05415
𝑡𝑐𝑜𝑢𝑛𝑡 = 𝑠𝑚
= .055 = .9845

Sm = √

For α = .05, and df = n-k-1= 305. On the test two
parties obtained the value 𝑡𝑡𝑎𝑏𝑙𝑒 = 1.967. Because
the value tcount < ttable (.9845 < 1.967). Then it can be

concluded that there is not a significant indirect
influence of organization culture through motivation on job performance.
𝐻9 : Work environment has a significant indirect
influence through motivation on the job performance. To determine the indirect influence of organizational culture through motivation on job performance job performance, by doing the following
calculations as follows:
𝑝542 = 𝑝42 x 𝑝54 = .291 x .361 = .1051
𝑠42 = .061 (std. error) and 𝑠54 = .055
(𝑛42−1)𝑆42²+(𝑛54−1)𝑆54²

Sm =√

(𝑛42+𝑛54−2)
309(.061)²+ 309(.055)²
618

Sm= √

1.149789+ .934725
2.084514
=√
= .0581
618
618
𝑝542
.1051
𝑡𝑐𝑜𝑢𝑛𝑡 = 𝑠𝑚
= .0581 = 1.809

Sm = √

For α = .05, and df = n-k-1= 305. On the test two
parties obtained the value 𝑡𝑡𝑎𝑏𝑙𝑒 = 1.967. Because
the value tcount < ttable (1.809 < 1,967). Then it can be
concluded that there is not a significant indirect
influence of environment through motivation on
job performance.
𝐻10 : Personality has significant indirect influence
through motivation on the performance. To
determine the indirect influence of organizational
culture through motivation on job performance job
performance, by doing the following calculations
as follows:
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𝑝543 = 𝑝43 x 𝑝54 = .150 x .361 = .05415
𝑠43 = .051 (std. error) and 𝑠54 = .055
(𝑛43−1)𝑆43²+(𝑛54−1)𝑆54²

Sm =√

(𝑛43+𝑛54−2)
309(.051)²+ 309(.055)²
618

Sm = √

.803709 + .934725
1.738434
=√
= .0530
618
618
𝑝543
.05415
𝑡𝑐𝑜𝑢𝑛𝑡 = 𝑠𝑚
= .0530 = 1.022

Sm = √

For α = .05, and df = n-k-1= 305. On the test, two
parties obtained the value 𝑡𝑡𝑎𝑏𝑙𝑒 = 1.967. Because
the value tcount < ttable (1.022 < 1,967). Then, it can
be concluded that there is not a significant indirect
influence of personality through motivation on job
performance. Final structural model of influence
variable exogenous on variable endogenous as seen
Figure 2.

Figure 2. The last model structural

Based on the result of counting and testing of the
path coefficient in Figure 2 can be interpreted, from a
proven hypothesis that the research findings indicate the
tendency variable of organizational culture, environment, personality have directly affect on motivation,
then organizational culture, environment, personality,
and motivation have directly influenced on job performance, and also personality has a significant indirect
influence through motivation on the job performance of
the stats school principal in Jakarta.
The first result of the study, organizational culture
has a significant direct influence on motivation. The
results of the study have been found by some researchers
before that organizational culture is motivating (Copuš,
Šajgalíková, & Wojčák, 2019). Differences in the levels
of motivation associated with different types of organizational culture (Janićijević et al., 2018). There’s a
positive impact of organizational culture on employee
motivation (Weerasinghe, 2017).
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The second result of the study that the environment
has a significant direct influence on motivation. The
results of the study have been found by some researchers
before that the work environment affects the improving
work motivation of the lecturers (Narasuci,Margono, &
Noermijati, 2018). The work environment is a force that
encourages the spirit that is both inside and outside of
itself as a reward or punishment (Prakoso, 2014). The
physical work environment and non-physical work environment affect the motivation of employee work
(Ingsiyah, Haribowo, & Nurkhayati, 2019). Work environment that is safe, comfortable and conducive will
increase a person’s enthusiasm and enthusiasm so that
the work that becomes his job can be resolved properly
and on time as expected (Narasuci et al., 2018).
The third result of the study that personality has a
significant direct influence on motivation. The results of
the study have been found by some researchers before
that the findings section has elaborated on the effect
that personality has on the motivation of workers
(Nuckcheddy, 2018). Which of the big five personality
traits to expectancy motivation, neuroticism and conscientiousness were again the strongest correlates of
expectancy motivation (Judge & Ilies, 2002). Several
personality dimensions, extraversion, agreeableness,
conscientiousness, and intellect all have significant predictors in a positive direction to motivation (LjubinGolub, Petričević, & Rovan, 2019).
The fourth result of the study that the organizational
culture has a significant direct influence on job performance. The results of the study have been found by some
researchers before that organizational culture significantly gives positive rise to the job performance of the
individuals if the organization makes effort to enhance
cultural orientation (Saad & Abbas, 2018). the organizational culture has a great impact on employee’s performance (Paschal & Nizam, 2016). The study found that
bureaucratic culture and innovative culture has a positive
influence on the dependent variable (employee performance) (Nwakoby et al., 2019). That organizational
culture has a significant positive impact on the performance of employee’s jobs at selected software houses in
Pakistan (Latif, Mushtaq, Muhammad, Ferdoos, &
Hummayoun, 2013). Organizational culture is still a
significant predictor’ of employee’ performance (Maamari & Saheb, 2018). organizational culture contributes
positively to the prediction of employee’s performance
(Isa, Ugheoke, & Noor, 2016; Mohammad, 2017; Indrasari, 2017).
The fifth result of the study that the environment
has a significant direct influence on job performance.
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The results of the study have been found by some researchers before that the was an effect on the major physical
conditions on job performance (Al-Omari & Okasheh,
2017; Lankeshwara, 2016; Samson, Waiganjo, &
Koima, 2015). There were influences working environment components (i.e. top management, esteem needs
and work hours, and job security, safety, and workplace relationships) on job satisfaction (Raziq & Maulabakhsh, 2015).
The sixth result of the study that personality has a
significant direct influence on job performance. The
results of the study have been found by some researchers
before the conclusion to be inferred is that job complexity is a strong moderator of the validity of personality
measures (Salgado, 2017). Human personality traits are
highly related to job performance (Dhani, 2017; Ahmad,
Razzaq, & Hussain, 2014; Abdullah, Omar, & Rashid,
2013). All factors have a significant relationship with
employee productivity except. Extraversion, Agreeableness, and Consciousness has a positive relationship with
employee productivity (Najam-us-Sahar, 2016).
The seventh result of the study that motivation has
significant direct influence on job performance. The
results of the study have been found by some researchers
before that intrinsic motivation has a significant positive
relationship on job satisfaction (Araslı, Daşkın, &
Saydam, 2014). We can conclude that intrinsic and
extrinsic motivation is useful for predicting job satisfaction (Ogunnaike, Akinbola, & Ojo, 2014; Hayati &
Caniago, 2012). Ability and motivation have partially a
significant positive direct effect on employee job satisfaction at the Directorate General of State Treasury (DJPBN) of Southeast Sulawesi Province (Jasiyah, Ramli,
& Sinring, 2018).
The results of this research are organizational culture, work environment, and personality directly effects
on the motivation of work and also on job performance.
It is following the real conditions of the school principals
in Jakarta ranging from middle school and high school,
that organizational culture, has given to the principal
how to work properly accordance with applicable habits
and regulations. With organizational culture this is the
school head motivated to work. It is therefore important
to be held meeting school headmaster scheduled by the
education office to improve the culture of work in the
Organization, so that would be an improvement in
motivation. Besides, with the understanding of organizational culture by the principal will affect the improvement of job performance in each school.
Generally, schools in Jakarta have adequate equipment for work, because the education office always

complements the needs of the school through the proposal from the principal, as well as the work atmosphere
in the office is quite conducive to the mutual Appreciate
among your colleagues. Such conditions of work
environment like that in addition to creating work
motivation for the principal to work better will also affect
the job performance of the principal. Therefore, with the
maintenance of both facilities and infrastructure and the
construction of the work atmosphere will improve Job
performance.
Generally speaking, principal schools in Jakarta
have been in a selection that has personalities that can
work as principals, through general knowledge, Psycho
Test, interviews, and assessment by friends and employers. So this personality has inherent in the school
principal, with the personality of the school principal
must have a high motivation because they will motivate
the teacher to work properly, also should motivate the
students to learn well. Thereby through personality and
motivation work will affect job performance. Therefore,
to overview the job performance of the headmaster
should be increased through his expertise and motivation, but in this study motivation as variable intervening did not work properly on influencing of job
performance of the principal.
Conclusions and Implications
Based on the results of research on 310 principals
of junior high schools, senior high schools, vocational
high schools in Jakarta by using path analysis, it can be
concluded that the school principal motivation directly
influenced by variations organizational culture, work
environment, and personality. Likewise, that job performance is directly influenced by variations in organizational culture, work environment, personality, and motivation. But there were not an indirect influence organizational culture, work environment, personality through
motivation on job performance, In this case variable
intervening (work motivation) is not effective in contributing influence on job performance.
Based on the results of the study have several
implications for Education Office, And Special Regional
Government of Jakarta. In connection with the findings
of this research, the Provincial Education Office of
Jakarta and the Special Regional Government of Jakarta
have to pay more attention to the significant role of
organizational culture, work environment, and personality, while the work motivation itself has the biggest
influence on job performance when compared with three
other variables. This can happen as such because the
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Local Government of Jakarta has given significant
remuneration to its employees. Recruitment planning of
prospective headmaster in the future through a personality test that includes a big five personality test. As for the
current school principal to be given the construction on
a periodic basis, for example through an outbound
program to improve the character building, with the
program to improve organizational culture, work environment, and personality.
Research Limitations and Guidance for Future
Research
In every study, there are several limitations, as well
as in this study. For that further research is required. First,
the number of samples of this research was only 310
principals of elementary schools, junior high school, the
senior high school in the country. Researchers realized
that the sample has not represented the entire school
principal in Indonesia. Second, the scope of research is
limited to four variables as independent variables and
one dependent variable e.g. organizational culture, work
environment, personality, motivation, and job performance. Guidance for future research we recommend
other researchers in the field of management and human
resources, for further research to examine direct and
indirect influences by using other variables independent
of variable job performance and using larger samples in
the wider area of coverage.
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