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ABSTRACT
This research aims to review the influence of ng

compensation (X1), organizatiop t variable and

e as many as 100
dta using prima agftonnaire the method of
g@processed usi .0. esults of research based

a way that th&Pare effective and successful in achieving the mission and goals of the
organization. The continuity of an organization is also inseparable from good employee
performance and good employee performance also affects employee work performance.

Performance is basically what employees do or don't do. To achieve optimal
employee work performance, the organization must be able to, create conditions that
can make employees disciplined at work and allow employees to develop and improve
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their abilities and skills optimally. Good performance in an organization also depends on
the quality of human resources. With good quality human resources, the performance

of an organization will run well too, on the contrary, the quality of human resources that
are not good or inadequate causes the organization to not run well or healthy.
Mangkunegara (2011: 67) suggests that performance is the result of work in
quality and quantity achieved by an employee in carrying out his didies in accordance
with the responsibilities given to him.
One of the factors to improve performance is ng

have a high achievement motive. This is j %ﬁ
within itself will form a strength and if & work envi @S then
the achievement of performance wil#be easier. ‘

According to Sutrisno 1: 2) defiges Ovgani a system of
long béen valid, ed and followed
bahavior and of
) : '

values, beliefs, assumption

part of the organization. This stress can
employees have to work longer because of
is work stress is created in an effort to balance

Non-Finan@Ral Compensation
Non-financial compensation is any form of appreciation given by a company in
non-financial or non-pecuniary forms. According to (Simamora, 2006: 541) non-financial
compensation consists of satisfaction obtained by a person from the work itself, or from
the psychological, and / or physical environment in which the person works.
There are several indicators that affect non-financial compensation as stated
(Mondy, 2008: 5) are: a. Interesting tasks
1) The tasks given are not monotonous
2) Each given task provides new insights
b. Responsibility
The company gives full responsibility for the work handled c.
Job challenges
1) The work given can hone skills
2) Often encounter obstacles in completing work

d. Recognition of work
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1) Give praise for a job well done
2) Promotion for outstanding employees
Organizational Culture

According to Sutrisno (2011: 2) defines organizational culture as a system of
values, beliefs, assumptions, or norms that have long been valid, agreed and followed
by members of the organization as a guide for behavior and solving organizational
problems.

There are several indicators that affect organizational cultugghas stated by
Robbins (2008: 64), namely:
a. Innovation and Risk Taking

How much the organization encourages employees to be 4
Attention to detail
How deep, thorough is the analysis of the attentj ganiz
demands from its employees A
C. Results orientation \
How much the organization emphasize achievin Qa w ather thag
\
(

how goals are achieved
d. Team orientation
How much orientation emph
completing tasks
Work Stress
According to i : i ijggfondition in which an
individual is confrQg i i i afffand associated with what

Bizes the gr %eam), her thanfdividuals in

layout. fvidual's job design (autonomy, task diversity,
degr conditions, and physical layout. The more
interde g person's task and another's task, the more potential
here temperature, noise, or working conditions are

2) Smooth work
3) Authority to carry out work
4) Equipment used to support work
5) The amount of work that needs to be done
b. Role Demands
Role demands are work stress related to the pressure exerted on a person as
a function of a particular role played in a particular organization. Role conflict creates
expectations that almost certainly cannot be realized or satisfied. If it happens to
employees, it is certain that employees will experience uncertainty about what to
do. Variable measurement of role demands consists of: 1) Unpreparedness of
employees in carrying out tasks or work.
2) The difference between superiors and employees relates to
the tasks that must be carried out.
3) Limited time in carrying out work. 4) Heavy workload.
Journal of Social Science, Vol. 5, No. 02, March 2024 550




The Effect of Non-Financial Compensation, Organizational Culture, and Work Stress on the Performance of Employees
of the Directorate of Drug Investigation of Polda Metro Jaya in South Jakarta

¢. Organizational Structure.

The agency's picture is colored by an unclear organizational structure, lack of
clarity regarding positions, roles, authorities, and responsibilities. The positive
effects of work stress include personal motivation, stimulation to work harder, and
increased inspiration for a better life. Despite this, many of the effects are disturbing
and potentially harmful, the 5 categories of effects of work stress, which are as
follows:

1) Subjective in the form of worry or fear, aggression, apathy, a@P&lom, depression,

Represents the resulting amount expressed in terms such as the number of units, the

number of activity cycles completed.

b. Time Determination
Represents the level of activity completed at the beginning of the stated time, viewed
from the point of coordination with the output results and maximizing the time
available for other activities.

c. Effectiveness
It is the rate to which the organization's resources are used (labor, money,
technology, raw materials) is maximized with the intention of increasing the output
of each unit in the use of resources.

d. Independence
Is the level of an employee who will later be able to carry out his work function work
commitment. It is a level where employees have work commitments with the agency
and employee responsibilities to the office.
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RESEARCH METHOD

In this writing, the author uses primary data from survey results, namely research
by taking samples or samples from existing populations using the sample random
sampling method. The data was obtained from questionnaires filled out by employees at
the Directorate of Drug Investigation of Polda Metro Jaya in South Jakarta

In this study, validity tests are used to determine the determination or accuracy
of an instrument in measuring what you want to measure and reliability is used to
determine the consistency of measuring instruments, whether glle measuring
instruments used are reliable and remain consistent if the measureg e repeated.
This analysis is used to determine the effect of non-fig ensation,
organizational culture, and work stress (independe
performance (dependent variable) on Directorate g
Metro Jaya in South Jakarta.

RESULTS AND DISCUSSION
Validity Test and Reliability Test
The validity test was used to te
in the calculation by comparing the
0.05. If rcount is greater than r
calculation using the SPSS 1
4 points of non-financia
statements, 4 points g

or) level
d. From the
ements totaling

@hfanizational culture
PEMmployee performance
o rcount, where n = 100,
. ent used in this study is reount
greater thag ) i iabilid”of the questionnaire, Cronbach's
i flation used the SPSS 17.0 program.
results for all statements from the

ysis explains the effect of the independent variable
tudy the independent variable is intrinsic motivation,
work stress and the dependent variable is employee
multiple linear regression analysis are as follows:

- H H »F. - --
DN ANd I 0 1

Unstandardized Standardized Coefficients

____ Caefficients
Type B Std. Error Beta t Sig.
1 (Constant) 3.931 1.390 2.828 .006
Kompensasi_non finansial .353 .094 .359 3.748 .000
Budaya organisasi .210 .086 .219 2.438 .017
Stress_kerja .285 .074 310 3.829 .000

a. Dependent Variable: kinerja_pegawai Source:
Processed data.

Based on the results of multiple linear regression analysis referring to table 1, it
can be known that the linear regression equation is as follows:
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Employee Performance = 3.931 + 0.359KNF + 0.219BO + 0.310SK

Information:

KNF = Non-Financial Compensation
BO = Organizational Culture

SK = Work Stress

a) The regression coefficient of non-financial compensation (X1) is 0.353 and is positive
for employee performance. This shows that the better ghe non-financial
compensation, the better the performance of employees

b) The organizational culture regression coefficient (X2) is Q

positive for
[ture, the
better the performance of employees
¢) While the work stress coefficient (X3) is 0.285 and
This shows that the better the agency migtr
performance of employees.

Table 2. Results of the Coefficig

Type .

1 .
a. i y ta streg§” k®Fja,budaya_g

(ent VariablgMge I Source: Dafléf Processed.
lu e correlatiog@@Oefficient (R2) of 0.733 and R square of
. valu the coeffi@€nt of determination (R2) of 53.80% means

iaBbkes of emplQy€ performance can be explained by independent
inancial pensation, organizational culture and work stress
46.20% i plained by other variables that are not included in this

1.794

Table 3. F Test Results ANOVAa

Sum of
Squares Df  Mean Square F sig.
% 3 61.641  37.248  ,000b
Regression 343.790 9 1.655
Residuals %

Total
a. Predictors: (Constant), stress_kerja, budaya_organisasi, kompensasi_non_finansial

b. Dependent Variable: kinerja_pegawai
Source: Data Processed.

Based on the results of the f test referring to table 4.16, it can be explained that
the calculated F value is 37.248 (significant 0.000). The Ftable value is obtained from
the value of the free degree (df) Residual (remainder) which is 96 as the denominator
df and df Regression (treatment) which is 3 as the numerator df with a significant level
of 5%, so that the value of Ftable (a = 5%) is 2.70 because the Fcalculate value is
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greater than Ftable (37.248 > 2.70) with a significant level of 0.000 < 0.05, it can be
concluded that Ha is accepted, means that nonfinancial compensation (X1),
organizational culture (X2), and work stress (X3) together account for the dependent
variable (Y). From the results of this explanation, it shows that the model developed in
the study is feasible, meaning that the variables used by the model are able to explain
the model analyzed.

CONCLUSION
Based on the results of research and discussion previouyg
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