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Abstract

Improving the performance of the State Civil Apparatus (ASN) remains a strategic
priority in Indonesia’s bureaucratic reform agenda. However, structural reform
alone does not always lead to optimal employee performance unless it is supported
by the internalization of organizational work culture values. Empirical studies that
simultaneously examine bureaucratic reform and the BerAKHLAK work culture as
determinants of employee performance at the local government level remain
limited. This study therefore investigates the effects of bureaucratic reform and the
BerAKHLAK work culture on employee performance at the Regional Civil Service
and Training Agency of Garut Regency.

This study employed a quantitative explanatory design using a census method
involving 77 employees. Data were collected through a structured Likert-scale
questionnaire and analyzed using multiple linear regression. The results show that
bureaucratic reform has a positive and significant effect on employee performance
(B=0.514, p <.05). The BerAKHLAK work culture also has a positive and significant
effect on employee performance (B = 0.330, p < .05). Taken together, both
variables significantly influence employee performance, with an R? value of 0.638,
indicating that 63.8% of the variance in employee performance is explained by the
model.

These findings highlight the importance of integrating structural reform with the
strengthening of organizational culture values to improve public sector
performance.
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Introduction

Improving the performance of the State Civil Apparatus (ASN) is a strategic issue in
public administration because employee performance is widely regarded as a key
indicator of public sector organizations’ success in achieving development goals and
delivering public services (Siagian & Tompo, 2024). Contemporary public administration
literature emphasizes that the quality of governance is largely determined by the capacity
and performance of civil servants who carry out bureaucratic functions (Denhardt, 2015).
In the Indonesian context, improving ASN performance has become an integral part of
the national bureaucratic reform agenda, which seeks to establish a government that is
effective, efficient, accountable, and service-oriented.

Conceptually, employee performance reflects the extent to which individuals
achieve organizational targets effectively and contribute to the institution’s strategic
objectives (Stephen P. Robbins, n.d.). Therefore, improving ASN performance should not
be viewed merely as a managerial concern, but also as a prerequisite for the broader
success of public sector reform.

One of the main instruments for improving civil servant performance is bureaucratic
reform. Bureaucratic reform can be understood as a systemic transformation of
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bureaucratic structures, processes, and organizational
culture aimed at enhancing adaptability to environmental
changes and societal demands (Pollitt, 2012). Empirical
studies indicate that procedural simplification, the
strengthening of the merit system, and the digjtalization of
public administration positively affect administrative
efficiency and employee performance (Akbar et al.,, 2021;
Lumenta et al., 2023).

Nevertheless,  structural  transformation  through
bureaucratic reform does not automatically guarantee
improved performance if it is not accompanied by the
strengthening of organizational work culture. Organizational
culture, as a shared system of values and norms, has been
shown to significantly influence work behavior and individual
performance. In the public sector, a work culture that
emphasizes professionalism and integrity can enhance
employee motivation and performance (Iriany, leke Sartika;
Mulyaningsih, 2023).

In the Indonesian civil service context, the strengthening
of work culture has been institutionalized through the
internalization of the ASN core values known as the
BerAKHLAK work culture, which emphasizes integrity,
professionalism, collaboration, and service orientation. The
implementation of these cultural values contributes to
improved employee performance by fostering professional
and collaborative work attitudes (Widaningsih et al., 2022).

In this study, bureaucratic reform represents the
regulatory dimension of institutional theory. Its empirical
indicators include commitment to change, process
simplification, transparency, implementation of the merit
system, and bureaucratic digitalization. These indicators
reflect regulatory pressures because they are related to
formal rules, administrative procedures, organizational
systems, and institutional mechanisms designed to guide
employee behavior and improve performance.

The BerAKHLAK work culture represents the normative
dimension of institutional theory. In this study, this variable is
operationalized through general organizational-culture
indicators, namely innovation and risk-taking, attention to
detail, results orientation, individual orientation, team
orientation, aggressiveness, and stability. These indicators
reflect normative pressures because they represent shared
values, behavioral expectations, and work orientations that
shape how employees perform their duties within the
organization. Through this operationalization, the theoretical
framework connects formal institutional structures with
organizational norms that influence employee performance.

10.61194/ijmb.v4i3.1034

Although  bureaucratic reform policies and the
institutionalization of the BerAKHLAK work culture have been
implemented nationally, their effectiveness at the local
government level remains uneven. Empirical evidence
suggests that the local implementation of bureaucratic reform
often encounters organizational capacity constraints,
resistance to change, and weak internalization of work culture
values (Hidayat et al., 2023; Salomo & Rahmayanti, 2023).

This phenomenon can be observed in the performance
achievement data of the Regional Civil Service and Training
Agency (BKD) of Garut Regency. The data for 2023-2024
provide an initial descriptive indication of variation in program
achievement, particularly in the strategic target related to ASN
management. However, because annual targets and realization
values may reflect differences in planning assumptions,
measurement approaches, and program priorities, the data
should not be interpreted as definitive evidence of declining
organizational performance. Rather, the figures are used as
contextual evidence indicating the need to further examine
factors associated with employee performance within the
institution.

As shown in Table 1, the achievement of the strategic target
related to ASN management changed from 95% in 2023 to
89% in 2024. This change indicates a variation in performance
achievement that requires further explanation, particularly
because BKD has a strategic role in implementing civil service
management functions and supporting bureaucratic reform at
the local level. At the same time, the competency development
and administrative support programs maintained full
achievement. Therefore, the empirical issue in this study is not
positioned as a direct decline in overall organizational
performance, but as a need to examine whether bureaucratic
reform and work culture are associated with employee
performance in a local civil service management agency.

As shown in Table 1, the achievement of the strategic target
related to ASN management changed from 95% in 2023 to
89% in 2024. This change indicates a variation in performance
achievement that requires further explanation, particularly
because BKD has a strategic role in implementing civil service
management functions and supporting bureaucratic reform at
the local level. At the same time, the competency development
and administrative support programs maintained full
achievement. Therefore, the empirical issue in this study is not
positioned as a direct decline in overall organizational
performance, but as a need to examine whether bureaucratic
reform and work culture are associated with employee
performance in a local civil service management agency.

Table 1. Performance Achievement of the Regional Civil Service and Training Agency of Garut Regency, 2023-2024

No. Strategic Target / 2023

2024

Program

Target Realization Achievement

Target Realization Achievement

1 Improved management of
the State Civil Apparatus
(ASN) aligned with
organizational needs and
competencies, Regional
Civil Service Program

86 82

95% 88

78.32 89%

2 Enhanced civil servant
competency, Human
Resource  Development
Program

88 88

100% 88 88

100%

3 Strengthened
administrative support of
BKD functions - Regional
Government
Administrative
Program

100 100
Support

100% 100 100

100%

Source: Regional Civil Service and Training Agency (BKD) of Garut Regency, 2024.
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From a theoretical perspective, employee performance in
public organizations is shaped by the interaction between
bureaucratic systems as the structural dimension and
organizational work culture as the cultural dimension.
Bureaucratic reform provides the regulatory framework and
formal mechanisms that guide civil servants’ behavior, while
work culture functions as an internal mechanism that shapes
employees’ attitudes, motivation, and organizational
commitment (Stephen P. Robbins, n.d.).

Several previous studies have examined the relationship
between bureaucratic reform, organizational culture, and
public sector performance. Akbar et al. (2021) reviewed
bureaucratic reform in Indonesia and emphasized the
importance of institutional restructuring, administrative
improvement, and governance reform; however, their study
did not empirically test the relationship between bureaucratic
reform and employee performance at the organizational level.
Lumenta et al. (2023) found that bureaucratic reform was
related to performance achievement in a central government
institution, yet their study focused more on institutional
performance than on employee-level performance in local
government. Suardi et al. (2019) examined bureaucratic
reform and work culture in relation to employee performance,
but the study was conducted in a hospital setting and did not
specifically address civil service management institutions.
Yulianis & lrawati (2024) investigated bureaucratic reform
and employee performance in a local government secretariat,
but their model emphasized motivation as an intervening
variable rather than the direct integration of structural reform
and work culture.

However, empirical studies that simultaneously integrate
bureaucratic reform and the BerAKHLAK work culture as
determinants of civil servant performance remain limited. The
novelty of this study lies in three specific aspects. First, the
study focuses on a local civil service management agency,
namely BKD Garut Regency, which has a direct role in
implementing  human  resource  management and
bureaucratic reform policies at the local government level.
Second, the study integrates bureaucratic reform and the
BerAKHLAK work culture within a single regression model,
thereby examining the structural and cultural dimensions of
employee performance simultaneously. Third, the study
positions the BerAKHLAK work culture within a broader
organizational-culture framework, allowing the national work-
culture discourse to be examined empirically through
measurable organizational behavior. These aspects
distinguish this study from previous research that has
generally examined bureaucratic reform, organizational
culture, or employee performance separately.

Literature Review

Bureaucratic reform is widely understood as a process of
institutional transformation intended to improve the
effectiveness, accountability, and adaptability of public sector
organizations. In contemporary public administration, reform
is closely associated with improvements in administrative
structures, managerial processes, performance systems, and
governance arrangements that enable public institutions to
respond more effectively to changing societal demands
(Mulyaningsih;, 2022; Turner et al., 2022). In this regard,
bureaucratic reform is not merely an administrative
adjustment, but a strategic effort to strengthen institutional
capacity and improve organizational performance.

From a performance management perspective,
bureaucratic reform functions as a structural mechanism that
clarifies goals, standardizes procedures, strengthens
accountability, and supports the use of measurable
performance indicators. Previous studies have shown that
reforms related to performance systems, administrative
simplification, and organizational restructuring can contribute
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to improved effectiveness and more purposeful use of
performance information in public organizations (George &
Walker, 2019; Melo & Mota, 2020; Videé et al., 2024). In the
Indonesian context, bureaucratic reform is also closely linked
to efforts to strengthen merit systems, institutional
accountability, and service quality in government agencies
(Akbar et al., 2021; Lumenta et al., 2023; Salomo &
Rahmayanti, 2023).

However, the outcomes of bureaucratic reform are not
always uniform across public institutions. The effectiveness of
reform depends on organizational readiness, institutional
capacity, and the compatibility between formal reform
initiatives and local organizational conditions (Hijal-Moghrabi et
al., 2020; Yee & van Thiel, 2020). Studies in the public sector
suggest that reforms often produce stronger results when
formal structural changes are accompanied by supportive
organizational conditions, including constructive work values
and adaptive internal behavior (Ahenkan et al., 2018; Zarychta
et al., 2020). This indicates that structural reform alone may be
insufficient to produce sustainable performance improvement.

In addition to structural reform, work culture is an important
determinant of employee performance in public organizations.
Organizational culture refers to a system of shared values,
norms, and behavioral expectations that shapes how
employees perceive their roles, interact with others, and
respond to organizational goals. A supportive organizational
culture encourages consistency, commitment, collaboration,
and orientation toward results, all of which are essential for
effective performance in the public sector (Calciolari et al.,
2017; Xanthopoulou et al., 2022). In this sense, work culture
serves as a normative mechanism that influences how formal
organizational systems are enacted in daily practice.

Research has shown that organizational culture has a
significant relationship with individual and organizational
performance. Strong and constructive cultures tend to foster
innovation, discipline, teamwork, and better use of
organizational resources, thereby contributing to higher levels
of effectiveness and performance achievement (lddrisu &
Mohammed, 2024; Rajala & Sinervo, 2021). In public
organizations, work culture also affects the extent to which
employees interpret reform policies positively, develop trust in
the institution, and maintain work motivation in the face of
bureaucratic change (Christensen et al., 2017; Schwarz et al.,

2020)
Within the Indonesian public sector, the discourse on work
culture has gained greater prominence with the

institutionalization of BerAKHLAK as the core values framework
for the State Civil Apparatus. As a policy concept, BerAKHLAK
represents an important effort to strengthen public service
ethics, accountability, professionalism, and collaboration.
Nevertheless, in empirical organizational research, work
culture may also be examined through broader organizational
culture dimensions that reflect behavioral tendencies and work
orientations within institutions. Accordingly, in this study, the
BerAKHLAK work culture variable is positioned within the
broader framework of organizational culture and is
operationalized using general cultural indicators, namely
innovation and risk-taking, attention to detail, results
orientation, individual orientation, team orientation,
aggressiveness, and stability. This approach allows the study to
capture the practical manifestation of work culture in the
organizational setting while maintaining the contextual
relevance of BerAKHLAK in the Indonesian civil service
environment (Hanifah et al., 2024; Suardi et al.,, 2019;
Sukartini & Gaol, 2022).

Theoretically, this study draws on institutional theory to
explain the relationship between formal structures and
organizational behavior in public institutions. Institutional
theory suggests that organizations are shaped by both
regulatory pressures and normative pressures. Regulatory
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pressures are reflected in formal rules, administrative
procedures, reform agendas, and accountability systems,
whereas normative pressures emerge from shared values,
cultural expectations, and accepted standards of appropriate
behavior within the organization (Salomo & Rahmayanti,
2023; Turner et al.,, 2022). In the context of this study,
bureaucratic reform represents the structural or regulatory
dimension, while work culture represents the normative
dimension that shapes how employees interpret and
implement formal institutional arrangements.

This perspective is important because public sector
performance is rarely influenced by a single factor. Instead,
performance tends to emerge from the interaction between
organizational systems and employee behavior. Structural
reform may provide clear rules, performance targets, and
administrative support, but its effectiveness depends on
whether employees internalize work norms that support
discipline, collaboration, initiative, and goal orientation.
Conversely, a positive work culture may encourage productive
behavior, but without adequate formal systems and reform
mechanisms, organizational performance may still remain
suboptimal. Therefore, the integration of bureaucratic reform
and work culture provides a more comprehensive explanation
of employee performance in public organizations (Abane &
Brenya, 2021; Maqdliyan & Setiawan, 2023; Zahrona, 2025).

A number of empirical studies support the relationship
between bureaucratic reform and employee or organizational
performance. Bureaucratic reform has been associated with
improved performance achievement, stronger accountability,
and greater responsiveness in public institutions (Lumenta et
al., 2023; Melo & Mota, 2020). Similarly, studies on
organizational culture have found that work environments
characterized by constructive values, collaboration, and
results orientation are more likely to produce stronger
employee performance and institutional effectiveness
(Calciolari et al., 2017; Xanthopoulou et al., 2022). Other
studies in Indonesian settings also indicate that bureaucratic
reform and work culture are both related to employee
performance, although they are often examined separately
rather than within an integrated explanatory model (Suardi et
al., 2019; Yulianis & Irawati, 2024).

This reveals an empirical gap. Most previous studies
either emphasize the structural dimension of reform or focus
on work culture as a standalone factor. Limited research has
examined both variables simultaneously in a single model,
particularly in local government institutions responsible for
civil service management. This gap is important because local
government agencies operate within complex institutional
environments where formal reform policies and cultural
dynamics interact directly in shaping employee behavior and
performance. In addition, research that places the
BerAKHLAK work culture variable within a broader
organizational culture framework remains limited, especially
in quantitative studies at the regional government level.
Therefore, this study seeks to contribute to the literature by
integrating bureaucratic reform and work culture as structural
and normative determinants of employee performance in a
local public sector organization.

Based on this theoretical and empirical review, the
conceptual model of this study positions bureaucratic reform
as the first independent variable, the BerAKHLAK work culture
as the second independent variable, and employee
performance as the dependent variable. Bureaucratic reform
is expected to influence employee performance through
structural improvements in rules, systems, and accountability
mechanisms, while work culture is expected to influence
employee performance through shared values and behavioral
orientations that support effective work practices.
Accordingly, the hypotheses of this study are formulated as
follows:
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H1: Bureaucratic reform has a positive effect on employee
performance.

H2: The BerAKHLAK work culture has a positive effect on
employee performance.

H3: Bureaucratic reform and the BerAKHLAK work culture
simultaneously have a positive effect on employee
performance.

Methods

Research Design

This study employed a quantitative approach with an
explanatory research design to examine the associations
among bureaucratic reform, the BerAKHLAK work culture, and
employee performance. A quantitative approach was selected
because it enables empirical testing of relationships among
variables through statistical analysis, allowing the findings to
be interpreted objectively and systematically. This approach is
appropriate for testing predetermined hypotheses using
structured instruments and statistical procedures, while
acknowledging that the cross-sectional design supports
association testing rather than definitive causal inference.

Population and Sample

The population of this study comprised all employees of the
Regional Civil Service and Training Agency (BKD) of Garut
Regency. Given the relatively small population size, a census
method was employed, in which all members of the population
were included as research respondents. Accordingly, the study
involved 77 employees, consisting of 69 civil servants and 8
government employees under work agreements. The census
technique was considered appropriate because it allowed the
researcher to examine the entire population comprehensively.
Because this study employed a census method, the findings
represent the perceptions of the entire employee population of
BKD Garut Regency at the time of data collection. Therefore,
the statistical analysis is primarily intended to model the
relationships among variables within this bounded institutional
population. The findings may provide analytical insights for
similar local government agencies, particularly those
responsible for civil service management, but they are not
intended for broad statistical generalization beyond the
research setting. This limitation is acknowledged in relation to
the external validity of the study.

Research Setting

The study was conducted at the Regional Civil Service and
Training Agency (BKD) of Garut Regency, West Java, Indonesia.
This institution was selected because of its strategic role as a
local government agency responsible for managing civil service
human resources and because it is directly involved in the
implementation of bureaucratic reform policies and the
institutionalization of the BerAKHLAK work culture.

Research Instrument

Data were collected using a structured questionnaire
developed on the basis of the indicators for each research
variable.

Bureaucratic reform was measured through the dimensions
of commitment to change, process simplification,
transparency, implementation of the merit system, and
bureaucratic digitalization.

The BerAKHLAK work culture variable was operationalized
using broader organizational-culture indicators, namely
innovation and risk-taking, attention to detail, results
orientation, individual orientation, team orientation,
aggressiveness, and stability. These indicators were used as
empirical proxies to capture how work culture is manifested in
daily organizational behavior. Although BerAKHLAK is formally
known as the core values framework of ASN, this study does

https://journal.sinergi.or.id/index.php/ijmb



https://journal.sinergi.or.id/index.php/ijmb

Zakaria et al.

not measure each of the seven official BerAKHLAK values
separately. Instead, it examines the BerAKHLAK work culture
as an organizational-culture construct within the Indonesian
civil service context. This approach allows the study to
connect the national work-culture discourse with measurable
cultural characteristics at the organizational level.

The employee performance indicators were adapted from
commonly used individual performance dimensions in
organizational behavior and public management studies. The
dimensions of work quantity, work quality, timeliness,
independence, efficiency in resource utilization, teamwork,
and initiative were selected because they reflect both task
performance and contextual performance in public-sector
organizations. These dimensions are suitable for the local
government context because employees are expected not
only to complete assigned tasks accurately and on time, but
also to demonstrate independence, efficient use of resources,
collaboration, and initiative in supporting organizational
goals.

All indicators were measured using a five-point Likert
scale ranging from 1 (strongly disagree) to 5 (strongly agree).
The Likert scale is widely used to measure attitudes,
perceptions, and opinions related to social phenomena.

Data Collection Procedure

Data were collected through the direct distribution of
questionnaires to all respondents. Before completing the
questionnaire, respondents were informed about the purpose
of the study and were given clear instructions to minimize
misunderstanding. After collection, the questionnaires were
checked for completeness and consistency before the data
were processed and analyzed.

Data Analysis Techniques

The data were analyzed using descriptive and inferential
statistical techniques. Descriptive analysis was used to
describe respondent characteristics and the distribution of
responses for each research variable. Inferential analysis was
conducted using multiple linear regression to examine the
effects of bureaucratic reform and the BerAKHLAK work
culture on employee performance.

Before hypothesis testing, instrument quality tests were
conducted, including validity and reliability tests. Classical
assumption tests were also performed, including tests of
normality, multicollinearity, and heteroscedasticity. The
hypotheses were tested using the t-test to examine partial
effects and the F-test to examine simultaneous effects, with a
significance level of 5%. Multiple linear regression analysis
was employed to assess the influence of two independent

Table 2. Summary of Statistical Analysis Results
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variables on one dependent variable, both partially and
simultaneously.

Result and Discussion

The study involved 77 employees of the Regional Civil
Service and Training Agency (BKD) of Garut Regency using a
census approach. All distributed questionnaires were returned
and declared complete, resulting in a 100% response rate.

Descriptive statistics show that all variables were in the
high category, with mean scores of 4.120 for bureaucratic
reform, 4.180 for the BerAKHLAK work culture, and 4.200 for
employee performance on a five-point Likert scale.

The validity test indicated that all questionnaire items were
valid, as the correlation coefficient of each item exceeded the
critical value at the 5% significance level and reliable
(Cronbach’s alpha > 0.70). The classical assumption tests also
indicated that the regression model met the assumptions of
normality (Sig. > 0.05), multicollinearity (tolerance > 0.10; VIF
< 10), and heteroscedasticity (Sig. > 0.05). These results
confirm that the regression model was appropriate for further
analysis.

The results of the multiple linear regression analysis
indicate that bureaucratic reform and the BerAKHLAK work
culture significantly affected employee performance, both
partially and simultaneously. In this study, The BerAKHLAK
work culture variable was operationalized using broader
organizational-culture indicators, namely innovation and risk-
taking, attention to detail, results orientation, individual
orientation, team orientation, aggressiveness, and stability.
These indicators were used as empirical proxies to capture how
work culture is manifested in daily organizational behavior.
Although BerAKHLAK is formally known as the core values
framework of ASN, this study does not measure each of the
seven official BerAKHLAK values separately. Instead, it
examines BerAKHLAK work culture as an organizational-culture
construct within the Indonesian civil service context. This
approach allows the study to connect the national work-culture
discourse with measurable cultural characteristics at the
organizational level. A summary of the statistical results is
presented in Table 2.

The coefficient of determination (R2) of 0.638 indicates that
63.8% of the variance in employee performance was explained
by bureaucratic reform and the BerAKHLAK work culture, while
the remaining 36.2% was explained by other variables outside
the model.

Based on the hypothesis testing results, all proposed
hypotheses were supported. Bureaucratic reform had a positive
and significant effect on employee performance,

CAnaIyS|s Variable Mean t F R2 Sig. Interpretation

omponent

Descriptive Bureaucratic Reform .

Statistics 4.120 - - ) - High
BerAKHLAK Work Culture 4.180 - - - - High
Employee Performance 4.200 - - - - High

Partial Test (t-  Bureaucratic Reform — D

test) ( Employee Performance - 0.514 6.851 - - 0.000 Significant
BerAKHLAK Work Culture 4 3345 g 437 - - 0.000 Significant
— Employee Performance

Simultaneou Bureaucratic Reform &

s Test (F-test)  BerAKHLAK Work Culture - - 64.220 - 0.000 Significant
— Employee Performance

Coefficient of  Regression Model 63.8% of

Determinatio - - - 0.638 - variance

n explained

Source: Primary Data, 2025.
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thereby supporting H1. The BerAKHLAK work culture also had
a positive and significant effect on employee performance,
thereby supporting H2. Simultaneously, bureaucratic reform
and the BerAKHLAK work culture had a positive and
significant effect on employee performance, thereby
supporting H3

The findings of this study indicate that bureaucratic
reform has a positive and statistically significant effect on
employee performance, with a regression coefficient of B =
0.514 (p < .05). This result suggests that strengthening
structural reform has substantial explanatory power in
accounting for variations in civil servant performance at the
local government level. Substantively, this influence may be
attributed to the formal institutional framework provided by
bureaucratic reform, including clearer task distribution,
standardized procedures, merit-based systems, and
performance-based evaluation mechanisms. Such systemic
arrangements reduce role ambiguity and strengthen
employees’ orientation toward the achievement of
organizational targets. From a public performance
management perspective, bureaucratic reform functions as a
regulatory mechanism that aligns institutional objectives with
employee behavior.

These findings are consistent with previous studies
showing that procedural simplification and the strengthening
of merit systems contribute to improved public sector
performance. They also support the argument that structural
reform provides an institutional foundation for accountability
and organizational effectiveness. In the context of local
government, this result confirms that bureaucratic reform
remains a significant determinant of performance despite
differences in institutional capacity and organizational
readiness across public institutions. Thus, the findings
reinforce the view that structural reform is not merely
administrative in nature, but also instrumental in shaping
work processes that support employee productivity and
organizational outcomes.

The findings also show that the BerAKHLAK work culture
has a positive and statistically significant effect on employee
performance, with a regression coefficient of f = 0.330 (p <
.05). Although its effect is smaller than that of bureaucratic
reform, this variable still makes a meaningful contribution to
employee performance. In this study, the BerAKHLAK work
culture variable was operationalized using general
organizational culture indicators, namely innovation and risk-
taking, attention to detail, results orientation, individual
orientation, team orientation, aggressiveness, and stability.
Accordingly, the positive effect identified in this study
indicates that employee performance tends to improve when
the organization fosters a work culture characterized by
adaptability, accuracy, goal orientation, collaboration, and
behavioral consistency.

This result is in line with organizational culture theory,
which explains that shared values and norms influence
behavioral consistency, work orientation, and commitment to
organizational objectives. A supportive work culture
encourages employees to perform their duties more
effectively, respond to organizational demands more
constructively, and maintain stronger coordination in carrying
out public service responsibilities. Therefore, the contribution
of the BerAKHLAK work culture variable in this study should
be understood in terms of the broader characteristics of
organizational culture reflected in the instrument, rather than
as a direct measurement of the seven official core values of
ASN.

From an institutional theory perspective, work culture
functions as a normative mechanism that reinforces the
implementation of formal organizational systems. While
bureaucratic reform provides rules, structures, and formal
procedures, organizational culture shapes how these formal
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arrangements are interpreted and enacted in daily work
practices. This means that employee performance is influenced
not only by the existence of formal reform policies, but also by
the presence of a work culture that supports discipline,
cooperation, precision, and orientation toward results. In this
regard, the findings suggest that the effectiveness of structural
reform may be strengthened when it is accompanied by a
supportive organizational culture.

The coefficient of determination (R2 = 0.638) indicates that
bureaucratic reform and the BerAKHLAK work culture together
explain 63.8% of the variance in employee performance within
the study sample. This value suggests that the two predictors
are relevant in the model. However, the remaining 36.2% of
variance indicates that other factors not included in this study
may also contribute to employee performance, such as
leadership  style, motivation, competence, workload,
organizational support, digital readiness, and employee
engagement. Therefore, the R2 value should be interpreted
descriptively and within the limitations of a two-predictor, self-
report model in a single institution.

The results imply that efforts to improve employee
performance in public organizations should be designed in an
integrated manner. Structural improvements through
bureaucratic reform need to be accompanied by the
strengthening of organizational culture so that formal changes
are translated into consistent work behavior and tangible
performance improvement. Practically, this means that local
government institutions should not only focus on administrative
restructuring and merit-based management, but also foster a
work environment that promotes innovation, attention to detail,
teamwork, and a strong orientation toward organizational
goals.

This study has several limitations. First, the work culture
variable was measured using respondents’ perceptions, which
may introduce subjective bias. Second, the study employed a
cross-sectional design, which limits the ability to explain causal
relationships over time. Third, the research was conducted in a
single local government agency, which may limit the
generalizability of the findings. Future studies are therefore
recommended to use longijtudinal designs, include broader
institutional settings, and employ more refined measures of
organizational culture to provide stronger empirical evidence
on the relationship between bureaucratic reform, work culture,
and employee performance.

Conclusion

This study aimed to examine the effects of bureaucratic
reform and the BerAKHLAK work culture on employee
performance at the Regional Civil Service and Training Agency
of Garut Regency. The findings indicate that bureaucratic
reform has a positive and statistically significant effect on
employee performance. Similarly, the BerAKHLAK work culture
also has a positive and significant effect on employee
performance. Simultaneously, both variables significantly
affect employee performance, leading to the acceptance of all
proposed hypotheses.

Quantitatively, the model explains 63.8% of the variance in
employee performance (R2 = 0.638, p < .05). The regression
coefficients show that bureaucratic reform (B = 0.514) has a
more dominant effect than the BerAKHLAK work culture (B =
0.330), although both variables make significant contributions
to improving employee performance.

The findings imply that efforts to improve employee
performance in local government institutions should be carried
out in an integrated manner. First, local governments need to
strengthen the substantive implementation of bureaucratic
reform through the refinement of merit systems, procedural
simplification, and results-based performance management.
Second, organizational culture should be reinforced by
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fostering work values and behavioral patterns that support
innovation, attention to detail, results orientation, teamwork,
and organizational stability. Third, strategies to improve ASN
performance should combine structural reform with the
strengthening of a supportive organizational culture so that
formal changes can be translated into consistent work
behavior and measurable performance improvement.

This study has several limitations. It employed a cross-
sectional design and relied on perception-based data, both of
which may limit the ability to explain causal relationships over
time and may introduce subjective bias. In addition, the study
was conducted in a single local government agency, which
may limit the generalizability of the findings. Future research
is therefore recommended to use longitudinal designs,
include broader institutional settings, and apply more refined
measures of organizational culture to strengthen empirical
evidence on the relationship between bureaucratic reform,
work culture, and employee performance.

References

Abane, J. A., & Brenya, E. (2021). The relationship between organizational
environment antecedents and performance management in local
government: evidence from Ghana. Future Business Journal, 7(1), 3.
https://doi.org/10.1186/s43093-020-00049-2

Ahenkan, A., Tenakwah, E. S., & Bawole, J. N. (2018). Performance
management implementation challenges in Ghana’s local government
system: Evidence from the Sefwi Wiawso Municipal Assembly.
International Journal of Productivity and Performance Management,
67(3), 519-535. https://doi.org/10.1108/1JPPM-06-2016-0124

Akbar, G. G., Rulandari, N., & Widaningsih, W. (2021). Reformasi Birokrasi di
Indonesia, Sebuah Tinjauan Literatur. Transparansi: Jurnal llmiah lImu
Administrasi, 4(2), 187-199.
https://doi.org/10.31334/transparansi.v4i2.1981

Calciolari, S., Prenestini, A., & Lega, F. (2017). An organizational culture for all
seasons? How cultural type dominance and strength influence
different performance goals. Public Management Review, 00(00), 1-
23. https://doi.org/10.1080/14719037.2017.1383784

Christensen, R. K., Paarlberg, L., & Perry, J. L. (2017). Public Service Motivation
Research: Lessons for Practice. Public Administration Review, 77(4),
529-542. https://doi.org/https://doi.org/10.1111/puar.12796

Denhardt, R. B. (2015). Th e New Public Service Revisited. xx.
https://doi.org/10.1111/puar.12347.The

George, B., & Walker, R. M. (2019). Does Strategic Planning Improve
Organizational Performance? A Meta-Analysis.
https://doi.org/10.1111/puar.13104

Hanifah, D. S., Mulyaningsih, M., & Ulumudin, A. (2024). Pengaruh Budaya
Organisasi dan Motivasi Kerja Terhadap Kinerja Karyawan SMK Setia
Bhakti Cilawu Kabupaten Garut. Indonesian Journal of Public
Administration and Management, 2(02), 59-78.

Hidayat, R., Ariy Dermawan S, M., Nazwin, A. H., Rahmi, S. A., & Karlina, I.
(2023). ANALISA PENERAPAN SISTEM MERIT DI PEMERINTAH
PROVINSI NTB (STUDI PENGISIAN JABATAN PIMPINAN TINGGI
PRATAMA TAHUN 2022).

Hijal-Moghrabi, I., Sabharwal, M., & Ramanathan, K. (2020). Innovation in
public organizations: do government reforms matter? International
Journal of Public Sector Management, 33(6-7), 731-749.
https://doi.org/10.1108/1JPSM-04-2020-0106

Iddrisu, I., & Mohammed, B. (2024). Investigating the influence of employee
voice on public sector performance: The mediating dynamics of
organizational trust and culture. Social Sciences & Humanities Open,
10, 101096.
https://doi.org/https://doi.org/10.1016/j.ssah0.2024.101096

Iriany, leke Sartika; Mulyaningsih, M. (2023). MODEL KOLABORASI
KARAKTERISTIK BUDAYA ORGANISASI SHARING DALAM PERILAKU
BIROKRAT DI MASA PANDEMI ( Studi Kasus Desa-Desa Kecamatan
Banjaran Kabupaten Bandung ). 21(2), 57-80.

Lumenta, R. P., Said, A., & Noor, I. (2023). The Correlation Between the
Bureaucratic Reform and Performance Achievement: A Case Study at
the Statistics Indonesia. Jurnal Borneo Administrator, 19(3), 253-268.
https://doi.org/10.24258/jba.v19i3.1272

Maqdliyan, R., & Setiawan, D. (2023). Antecedents and consequences of public
sector organizational innovation. Journal of Open Innovation:
Technology, Market, and Complexity, 9(2), 100042.
https://doi.org/https://doi.org/10.1016/j.joitmc.2023.100042

Melo, A. I, & Mota, L. F. (2020). Public sector reform and the state of
performance management in Portugal: is there a gap between
performance measurement and its use? International Journal of Public
Sector Management, 33(6-7), 613-627.
https://doi.org/10.1108/1JPSM-12-2019-0325

Mulyaningsih;, S. M. G. G. A. (2022). Pengaruh Efektivitas Kepemimpinan dan
Motivasi Kerja terhadap Kinerja Penyuluh Keluarga Berencana (

103 | Sinergi International Journal of Management and Business

10.61194/ijmb.v4i3.1034

The main contribution of this study lies in its conceptual
integration of bureaucratic reform and work culture as
structural and normative dimensions associated with employee
performance in a local government institution. Empirically, the
study provides context-specific evidence from BKD Garut
Regency, a local civil service management agency that has a
direct role in implementing human resource management and
bureaucratic reform policies. The study also contributes by
positioning the BerAKHLAK work culture within a broader
organizational-culture framework, while acknowledging that the
variable was measured through general organizational-culture
indicators rather than the seven official BerAKHLAK values
separately. Because the study is based on cross-sectional self-
report data from a single institution, its contribution should be
understood as analytical and context-specific rather than as a
broadly generalizable causal conclusion. Future research
should test this integrative model across multiple local
government agencies and with more diverse data sources.

Penelitian di Dinas Pengendalian Penduduk Keluarga Berencana
Pemberdayaan Perempuan dan Perlindungan Anak Kabupaten Garut ).
50-58.

Pollitt, C. (2012). International Review of Administrative Sciences. (2011), 2012~
2015. https://doi.org/10.1177/0020852312437323

Rajala, T., & Sinervo, L.-M. (2021). The beauty of constructive culture: planting
the seeds for widespread performance information use among
councilors. International Journal of Public Sector Management, 34(4),
459-485. https://doi.org/10.1108/1JPSM-09-2020-0237

Salomo, Roy Valiant, & Rahmayanti, Krisna Puji. (2023). Progress and
Institutional  Challenges on Local Governments Performance
Accountability System Reform in Indonesia. SAGE Open, 13(4),
21582440231196660.
https://doi.org/10.1177/21582440231196659

Schwarz, G., Eva, N., & Newman, A. (2020). Can Public Leadership Increase Public
Service Motivation and Job Performance? Public Administration Review,
80(4), 543-554. https://doi.org/https://doi.org/10.1111/puar.13182

Siagian, M. R., & Tompo, N. (2024). Peran Aparatur Sipil Negara Dalam
Meningkatkan Kinerja Pelayanan The Role of State Civil Apparatus in
Improving Public Service Performance in Makale. (3), 124-132.
https://doi.org/10.56326/jp.v3i2.4542

Stephen P. Robbins, T. J. (n.d.). Organizational Behavior.

Suardi, Suradinata, E., Kusworo, & Muhi, A. H. (2019). Pengaruh Reformasi
Birokrasi dan Budaya Kerja terhadap Kinerja Pegawai di RSUD Dr. R.
Soedjono Selong, Kabupaten Lombok Timur. PAPATUNG: Jurnal llmu
Administrasi Publik, Pemerintahan Dan Politik, 2(3), 118-128.
https://doi.org/10.54783/japp.v2i3.21

Sukartini, & Gaol, P. L. (2022). Pengaruh Budaya Kerja Terhadap Kinerja Pegawai
Pada Kelurahan Pejagalan Kota Administrasi Jakarta Utara. Jurnal
Sumber Daya Aparatur, 4(2), 43-51.

Turner, M., Prasojo, E., & Sumarwono, R. (2022). The challenge of reforming big
bureaucracy in Indonesia. Policy Studies, 43(2), 333-351.
https://doi.org/10.1080/01442872.2019.1708301

Vidé, F., Cepiku, D., & Mastrodascio, M. (2024). Performance management in
action: a configurational analysis of the drivers of the purposeful use of
performance information. International Journal of Public Sector
Management, 38(2), 277-295. https://doi.org/10.1108/1JPSM-01-
2024-0021

Widaningsih, M., Vebritha, S., & Muharam, H. (2022). Journal of Social and Policy
Issues Implementasi Kebijakan dan Komunikasi Antar Organisasi dalam
Optimalisasi Kelembagaan Dinas Perijinan dan Penananaman Modal. 4.

Xanthopoulou, P., Sahinidis, A., & Bakaki, Z. (2022). The Impact of Strong
Cultures on Organisational Performance in Public Organisations : The
Case of the. (2017).

Yee, W.-H., & van Thiel, S. (2020). Global reform meets local context: cultural
compatibility and practice adoption in public sector reform. International
Journal  of Public Sector Management, 34(2), 224-240.
https://doi.org/10.1108/1JPSM-02-2020-0037

Yulianis, & Irawati, S. (2024). Pengaruh Reformasi Birokrasi dan Peralihan
Jabatan Struktural ke Jabatan Fungsional terhadap Kinerja Pegawai
melalui Motivasi Kerja sebagai Variabel Intervening pada Sekretariat
Daerah Kota Solok. Mpact Journal: Management Business and Finance,

1(01), 62-69.
Zahrona. (2025). Literatur Review : Pengukuran Kinerja Sektor Publik. 2(4), 220-
224.

Zarychta, A., Grillos, T., & Andersson, K. P. (2020). Public Sector Governance
Reform and the Motivation of Street-Level Bureaucrats in Developing
Countries. Public ~ Administration Review, 80(1), 75-91.
https://doi.org/https://doi.org/10.1111/puar.13132

https://journal.sinergi.or.id/index.php/iimb



https://journal.sinergi.or.id/index.php/ijmb

