Influence of Organizational Culture, Workload, and Supervision on the Performance of Regional Financial and Revenue Management Agency Employees, Padangsidimpuan City
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ABSTRACT 

	Aims: This study aims to analyze the influence of organizational culture, workload, and supervision on employee performance at the Regional Financial and Revenue Management Agency (BPKPD) of Padangsidimpuan City.
Study design:  The type of research used is quantitative research with an associative approach, which focuses on the relationship between independent and dependent variables.
Place and Duration of Study: The research was conducted at BPKPD Padangsidimpuan City in the period from March 2025 to June 2025.
Methodology: The research population was 64 employees, which were also used as a sample using the saturated sampling method. Data were collected through a Likert scale-based questionnaire and analyzed using multiple linear regression. The data quality test is carried out through validity and reliability tests, while the classical assumption test includes normality, multicollinearity, heteroscedasticity, and autocorrelation.
Results: The results of the study indicate that organizational culture has a positive and significant effect on employee performance, workload does not significantly affect employee performance, while supervision has a positive and significant effect. Simultaneously, organizational culture, workload, and supervision significantly influence employee performance with a contribution of 54.9%, while the remaining 45.1% is influenced by other factors outside the research model.
Conclusion: The performance of BPKPD employees can be improved through strengthening a healthy organizational culture, balanced workload management, and implementing more effective and consistent supervision.
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1. INTRODUCTION 

Human resources (HR) are a very important factor in an organization, because humans are the main managers of all other resources. According to (Nining et al., 2023), the achievement of organizational goals is highly dependent on the performance of its employees. Employee performance is not only determined by individual competence, but also by organizational environmental factors such as work culture, workload levels, and supervision systems. (AlDhaheri et al., 2020) stated that performance is the achievement of a policy to realize the vision and mission of the organization. The Regional Financial and Revenue Management Agency (BPKPD) of Padangsidimpuan City has a strategic role in managing regional revenue, so that employee performance is the key to the success of this agency
(Pramono & Subagijo, 2025) emphasized that the establishment of BPKPD is part of regional financial governance reform. The phenomenon found in the BPKPD of Padangsidimpuan City is that there are still delays in budget absorption, suboptimal regional spending, and weak administrative systems, this shows that there are problems that need to be investigated further.
Organizational culture is one of the determining factors in improving or decreasing employee performance. (Sutoro et al., 2020) Explains that organizational culture is a set of beliefs and attitudes that distinguish one organization from another. Previous research has shown that organizational culture has been proven to have a positive and significant effect on performance. Results of (Aulia et al., 2021) and (Alamsyah & Riyanto, 2023) reinforcing the findings.
However, the organizational culture at BPKPD Padangsidimpuan City is not optimal. This is reflected in the lack of timely work processes and errors in the implementation of tasks. In addition to organizational culture, workload is also an important factor. Workload is defined as a number of tasks that must be completed within a given time (Kumastuti, 2024).
If employees are unable to adjust, the workload will actually decrease performance. The phenomenon of workload in BPKPD can be seen from the pressure felt by employees, as well as the emergence of emotional attitudes such as irritability and aggressiveness. Previous research, such as (Anjanarko et al., 2022) and (Ibrahim et al., 2022), indicating that workloads have a positive influence on performance, but in certain contexts they can be a bottleneck.
Another factor that plays a role is supervision. Asih (2021) states that supervision is an essential management function, because without supervision, work cannot be said to be successful. The phenomenon in BPKPD shows that there is still a lack of supervision by superiors in monitoring employee activities, so that there are many work errors.
Research from (Nasution & Lestari, 2021), (Alamsyah & Riyanto, 2023) and (Mauliza, 2020) shows that supervision has a significant effect on performance. The relationship between organizational culture, workload, and supervision in influencing the performance of BPKPD Padangsidimpuan employees is important to be studied more deeply.
According to (Madjidu et al., 2022), organizational culture can influence an individual's behavior at work, which ultimately affects productivity. (Mahawati et al., 2021) adding that a proportionate workload will encourage employees to focus more, but excessive workload can reduce performance.
According to (Syahputri & Adi, 2020), supervision is an effort to ensure the implementation of activities in accordance with the standards and plans set. Theoretically, this study enriches the literature on human resource management, particularly regarding the role of culture, workload, and oversight in government organizations. Thus, this research not only contributes to the development of theories, but also to improving the performance of BPKPD Padangsidimpuan in real terms
2. material and methods 

2.1. Types of Research
This study uses a quantitative method with an associative approach. According to (Sugiyono, 2017), associative quantitative research aims to find out the influence or relationship between two or more variables. In this study, the independent variables were organizational culture (X1), workload (X2), and supervision (X3), while the dependent variable was employee performance (Y).
2.2. Research Location and Time
The research was carried out at the Regional Financial and Revenue Management Agency (BPKPD) of Padangsidimpuan City. The research period starts from March 2025 to June 2025, which includes the stages of preparation, data collection, analysis, and preparation of research reports.
2.3. Population and Sample
The research population is all BPKPD employees of Padangsidimpuan City which totals 64 people. Given the relatively small population, the sampling technique uses saturated sampling (census sampling), where the entire population is used as a research sample (Asrulla et al., 2023). Thus, the number of samples in this study is 64 respondents.
2.4. Research Variables
· Independent variable:
· Organizational culture (X1)
· Workload (X2)
· Surveillance (X3)
· Dependent variable:
· Employee performance (Y)
2.5. Variable Operational Definitions
· Organizational culture (X1): a system of values, beliefs, norms, and habits that employees in the organization embrace.
· Workload (X2): the number of tasks and responsibilities that employees must complete in a certain period of time, both physically and psychologically.
· Supervision (X3): the process of monitoring, directing, and evaluating carried out by superiors to ensure that the employee's work is in accordance with the organization's goals.
· Employee performance (Y): the work results achieved by employees both in terms of quality, quantity, discipline, and responsibility in accordance with the tasks given.
2.6. Data Collection Techniques
· Library research: is carried out by reviewing the literature, theories, and results of previous research related to organizational culture, workload, supervision, and employee performance.
· Field research: conducted by distributing questionnaires to all research samples (64 BPKPD employees). The questionnaire was compiled using the Likert scale with 5 answer choices (1 = strongly disagree, 5 = strongly agree).
2.7. Data Quality Test
· Validity Test: to measure the validity of the statement items in the questionnaire.
· Reliability Test: to determine the consistency of the measuring instrument using Cronbach's Alpha value.
2.8. Data Analysis Techniques
The data were analyzed using multiple linear regression with the help of the SPSS program. The analysis is carried out through the following stages (Priyastama, 2020):
· Descriptive analysis to describe respondent characteristics and questionnaire answers.
· Classical assumption tests (normality, multicollinearity, heteroscedasticity, and autocorrelation tests).
· Multiple linear regression tests to determine the influence of organizational culture, workload, and supervision on employee performance.
· The t-test is to determine the partial influence of each independent variable on the dependent variable.
· The F test is to determine the simultaneous influence of the three independent variables on employee performance.
· Determination coefficient (R²) to find out how much an independent variable contributes to a dependent variable.
3. results and discussion
3.1 Research Results

3.1.1 Validity and Reliability Tests
The results of the validity test showed that all statement items on the variables of organizational culture, workload, supervision, and employee performance had a value of r-count > r-table, so that all items were declared valid. The reliability test using Cronbach's Alpha produced a value of more than 0.70, so that all research instruments were declared reliable.

Table 1. Validity and Reliability Tests

	Variable
	Cronbach's Alpha
	Information

	Organizational Culture (X1)
	0,872
	Reliable

	Workload (x2)
	0,843
	Reliable

	Surveillance (X3)
	0,867
	Reliable

	Employee Performance (Y)
	0,889
	Reliable



3.1.2. Classical Assumption Test
· Normality Test: The data is spread around the diagonal line on the Normal P-P Plot graph, so it is declared to be distributed normally.
· Multicollinearity test: VIF value < 10 and Tolerance > 0.10, so that multicollinearity does not occur.
· Heteroscedasticity Test: The dots are spread randomly, so that heteroscedasticity does not occur.
· Autocorrelation Test: The Durbin-Watson value of 1.878 is between -2 and +2, so there is no autocorrelation.

3.1.3. Multiple Linear Regression Analysis
The regression equations obtained are:

Y=7.215+0.436X1+0.087X2+0.289X3+e
Information:
· X1 = Organizational Culture
· X2 = Workload
· X3 = Supervision
· Y = Employee Performance

3.1.4. t-test (Partial)

Table 2. T test

	Variable
	t-count
	Sig.
	Information

	Organizational Culture (X1)
	3,678
	0,001
	Have a significant positive effect

	Workload (x2)
	1,245
	0,218
	Positive effect is not significant

	Surveillance (X3)
	2,987
	0,004
	Have a significant positive effect



Interpretation:
· Organizational culture (X1) has been proven to have a significant effect on employee performance.
· The workload (X2) has a positive, but not significant, effect.
· Supervision (X3) has a positive and significant effect.

3.1.5. F Test (Simultaneous)

Table 3. Test F

	F-count
	Sig.
	Information

	25,462
	0,000
	Significant


Interpretation: Simultaneously, organizational culture, workload, and supervision have a significant effect on the performance of BPKPD employees of Padangsidimpuan City.

3.1.6. Coefficient of Determination (R²)

Table 4. Coefficient Determination (R2)


	R
	R Square
	Adjusted R²
	Std. Error

	0,741
	0,549
	0,528
	3,216


The results show that organizational culture has a positive and significant effect on employee performance, workload has no significant effect on employee performance, while supervision has a positive and significant effect. Simultaneously, organizational culture, workload, and supervision significantly influence employee performance with a contribution of 52.8% (Adjusted R² = 0.528), while the remaining 47.2% is influenced by other factors outside the research model.

3.2 DISCUSSION

3.2.1 The Influence of Organizational Culture on Employee Performance
The results of the study showed that organizational culture had a positive and significant effect on the performance of BPKPD employees in Padangsidimpuan City (t-count 3.678; sig. 0.001). These findings confirm that a strong organizational culture is capable of improving individual and organizational performance. According to (Alhempi et al., 2024), organizational culture is a set of values, beliefs, and norms that are believed in by members of the organization, which serve as a guideline in behavior. A healthy culture encourages employees to work more disciplined, innovative, and have a high sense of responsibility.
These results are in line with research (Rivai, 2020), (Alamsyah & Riyanto, 2023)and (Febriani & Ramli, 2023) which found that organizational culture has a significant positive effect on employee performance. This means that the values that are embraced together are able to form effective work behaviors so as to increase productivity. At BPKPD Padangsidimpuan City, this means that the formation of a work culture that emphasizes accountability, punctuality, and teamwork is very important. A strong organizational culture can reduce budget absorption delays and improve the quality of public services.
3.2.2 The Influence of Workload on Employee Performance
The results showed that workload had a positive but insignificant effect on employee performance (t-count 1.245; sig. 0.218). This means that the higher the workload does not necessarily have a significant impact on improving employee performance at BPKPD. According to (Sisca et al., 2022), workload is the number of activities that must be completed within a certain time limit. If the workload is in accordance with the employee's ability, it can improve performance; On the contrary, excessive workload causes stress and decreases productivity. These results are different from the findings (Anjanarko et al., 2022) and (Ibrahim et al., 2022) which shows that workload has a significant positive effect on performance. This difference may be due to the characteristics of government bureaucracy that has strict regulations, so the additional workload is not always directly proportional to productivity. In BPKPD, the phenomenon found is that there are still employees who feel pressured, irritable, and irrational when facing a high workload. This shows the need for more proportionate workload management so as not to have a negative impact on employee performance.
3.2.3 The Effect of Supervision on Employee Performance
The results of the study prove that supervision has a positive and significant effect on employee performance (t-count 2.987; sig. 0.004). This means that the better the supervision system, the better the performance of employees. According to (Asih, 2021) and (Sutarno, 2023), supervision is an essential management function because without supervision, work cannot be said to be successful. (Handini et al., 2024) It also emphasized that supervision aims to ensure that activities run in accordance with organizational plans and standards.
These results are in line with research (Rivai, 2020), (Alamsyah & Riyanto, 2023)and (Kaiman et al., 2020), all of which show that supervision has a significant effect on performance. This means that effective supervision is able to minimize errors, increase discipline, and encourage employees to achieve work targets. In the context of the Padangsidimpuan City BPKPD, the previous weak supervision caused many administrative errors and delays in budget absorption. Therefore, improving the quality of supervision will have a direct impact on improving the performance of the agency.
3.2.4 The Influence of Organizational Culture, Workload, and Simultaneous Supervision on Employee Performance
The F test showed that simultaneously, organizational culture, workload, and supervision had a significant effect on the performance of BPKPD employees in Padangsidimpuan City (F-count 25.462; sig. 0.000). The R² value of 0.549 indicates that 54.9% of the variation in employee performance can be explained by these three variables, while the remaining 45.1% is influenced by other factors. According to (Uhl-Bien et al., 2020) and (Herawati et al., 2023), employee performance is the result of interactions between individuals, organizational culture, workload, and managerial systems, including supervision. Thus, these factors cannot be separated because they affect each other.
The implication for BPKPD is the need for an integrated approach: strengthening an accountability-based organizational culture, balancing workload, and improving supervision. With this strategy, employee performance will be more optimal in supporting transparent and accountable regional financial management. The results of this study have important practical implications for human resource management within the Padangsidimpuan City Regional Human Resources Development Agency (BPKPD). First, strengthening organizational culture needs to be a management priority. A culture that emphasizes accountability, discipline, teamwork, and a public service orientation can encourage employees to be more productive and committed to achieving the institution's targets. Therefore, an organizational culture internalization program through the socialization of core values, collaborative activities, and recognition of behavior consistent with the organizational culture can be consistently implemented.
Second, although the research results indicate that workload does not significantly impact performance, management still needs to pay attention to this aspect to avoid excessive workloads that can trigger work stress. A balanced task distribution strategy, the implementation of a priority-based work system, and the use of information technology to support work efficiency can be solutions in managing employee workload.
Third, supervision has been shown to play a significant role in improving performance. Therefore, leaders or direct superiors need to develop a more participatory and communicative supervisory pattern. Supervision should not only be understood as a supervisory function, but also as guidance and coaching that provides constructive feedback, motivation, and support for employees in carrying out their duties.

Overall, this study confirms that improving employee performance at the Padangsidimpuan City Regional Development Planning Agency (BPKPD) can be achieved through synergy, strengthening organizational culture, managing proportional workloads, and implementing effective supervision. Implementing these strategies is expected to create a healthy, productive work environment that supports the sustainable achievement of organizational goals.
4. Conclusion

The results of this study indicate that strengthening an organizational culture that emphasizes discipline, accountability, and cooperation needs to be prioritized to improve employee performance. Effective supervision is also proven to be important, so leaders need to be more active in providing direction, evaluation, and guidance. Meanwhile, workload management must be carried out proportionally to avoid excessive pressure that can reduce productivity. Thus, the performance improvement strategy at the Padangsidimpuan City Regional Budget (BPKPD) can be focused on developing a healthy organizational culture, constructive supervision, and balanced workload management. Based on the results of research on the influence of organizational culture, workload, and supervision on employee performance at BPKPD Padangsidimpuan City, several things can be concluded. First, organizational culture has been proven to have a positive and significant effect on employee performance. This shows that the values, norms, and habits that are embraced collectively are able to shape more productive work behavior, strengthen discipline, and encourage the achievement of organizational targets. Thus, strengthening an organizational culture that emphasizes accountability and teamwork is essential to improve employee performance. Second, workload does not have a significant effect on employee performance. These findings suggest that even though employees can still complete tasks under certain workloads, increasing the workload does not necessarily improve productivity. This indicates the need for balanced workload management so that employees can work effectively without excessive pressure. Third, supervision has a positive and significant influence on employee performance. Good supervision can ensure employees work according to procedures, minimize errors, and improve service quality. Therefore, the role of superiors in providing direction, evaluation, and control is crucial for improving organizational performance. Fourth, simultaneously organizational culture, workload, and supervision have a significant effect on employee performance. This proves that employee performance is the result of the interaction of various internal organizational factors that complement each other.
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