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Abstract

The purpose of this study was to examine the employee performance of fish-based 
food processing industries in West Java, which driven by variables of organizational 
culture, job satisfaction and motivation. The fishing industry in Indonesia has resulted 
in huge foreign exchange. On the other hand, their products are still poor quality 
and do not meet export standard. This is likely due to low employee performance. 
The research object were employees of three fish-based food processing plants. The 
sample was selected by simple random sampling technique. This study revealed 
different results from previous studies, that only organizational culture has an effect 
on employee performance. While job satisfaction and motivation has no effect on 
performance.
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Abstrak

Tujuan penelitian ini adalah menguji kinerja karyawan industri pengolahan 
makanan berbasis ikan di wilayah Jawa Barat, yang dipengaruhi dari variabel budaya 
organisasi, kepuasan kerja dan motivasi. Industri perikanan di Indonesia telah 
menghasilkan devisa negara besar. Disisi lain, hasil produknya masih banyak yang 
belum memenuhi standar ekspor dan bermutu rendah. Hal tersebut kemungkinan 
dikarenakan kinerja karyawan yang rendah. Objek penelitian ini adalah karyawan 
dari tiga pabrik pengolahan makanan berbasis ikan. Sampel dipilih dengan teknik 
simple random sampling. Penelitian ini mengungkapkan hasil yang berbeda dari 
penelitian sebelumnya. Dari  ketiga variabel independen, hanya budaya organisasi 
yang berpengaruh pada kinerja karyawan. Sedangkan kepuasan kerja dan motivasi 
tidak berpengaruh.
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INTRODUCTION

As a country with a very wide sea area 
reaching about 5.8 million km² (kkp.go.id, 
2013), it has been the duty of Indonesia to 
become a giant in the fishing industry and 
other aquatic biota. Indonesian fisheries sector 
production was recorded to reach 10 million 
tons in 2010, lost to Peru which reached 
14 million tons and is still far from China 
reached 55 million tons (kkp.go.id, 2013). The 
complexity of the production and processing of 
fish and other aquatic biota in Indonesia causes 
so many sectors that need to be addressed. 

As a long production chain, fish processing 
industry and aquatic biota strongly associated 
with fishing, feeding, seeds, medicines, land, 
fuel, capital availability and quality of human 
resources (Dahuri, 2013). Limited seafood 
and aquatic biota processing companies are 
challenges for Indonesian fisheries industry; it 
totally requires strong support and commitment 
from the government. When viewed from the 
value of the trade and export commodities 
of Indonesian sea, the fishing industry is 
very promising and has proven to generate 
substantial foreign exchange. Indonesia has 
been successfully exporting marine products to 
various countries such as the United States in 
the form of canned fish as worth $ 143,759,599, 
to Japan valued at $ 60,328,981 and to South 
Korea worth as $ 12,754,901 (FAO, 2013). 

From various regions in Indonesia as 
the center of seafood processing, some of 
them are located in West Java. The potential 
commodities of fish and other biota in the 
region of West Java are quite large, especially 
processed fish and shrimp products. The area 
in West Java which has long been a center of 
fish and shrimp processing is the Cirebon, 
Kudat, Karawang, Bekasi, Cianjur and Bandung 
(http://kemenperin.go.id/direktoriperusahaa
n?what=udang+beku&prov=32).

Problems arisen in the sector of 
employees’ performance of fish processing 
company are the low quality product from 
that cannot meet the export standards, 

and frequently some encountered cases of 
employees who are not aware of and concerned 
about healthy food processing standards, so that 
the resulting product cannot be guaranteed on 
its cleanliness. Proficiency level of performance 
problems are allegedly caused by several things: 
1) the company is managed by traditional 
culture which tend to not pay attention to 
the modernization of food processing; (2) 
the motivation of employees in work is not 
supported with the policy of  the leader that is to 
encourage employees to be motivated, so that 
employees work monotonous and just meet 
routines alone, (3) employee satisfaction in 
general is relatively low, it is known from some 
of the information obtained from employees, 
especially in the production of particularly 
associated with lower satisfaction to the 
workers’ wages they receive. 

In contrast to previous studies that more 
discussion regarding the achievement of fishing 
in general, this research focuses on aspects 
of the contribution of human resources/ 
employee to produce refined products based 
on fish catches in some companies. Based 
on the background described, some possible 
formulations of the problem are as follows: 
(1) does the organizational culture affect on 
employee performance in three fish processing 
companies in West Java?; (2) does motivation 
affect on employee performance in three fish 
processing companies in West Java?; (3) does 
job satisfaction affect the performance of 
employees at three fish processing companies 
in West Java?; (4) how large is the contribution 
of organizational culture, job satisfaction and 
motivation on employee performance in three 
fish processing companies in West Java?

Organizational Culture

Hofstede (1986) argues that culture is 
a wide range of interactions of characteristics 
that affect the habits of groups of people in their 
environment. Hofstede derives the cultural 
concept of mental program divided into three 
levels, namely: (1) the universal level, means 

http://kemenperin.go.id/direktoriperusahaan?what=udang+beku&prov=32
http://kemenperin.go.id/direktoriperusahaan?what=udang+beku&prov=32
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mental program shared by all humans. At this 
mental program level is entirely inherent in 
human beings; (2) the collective level, means 
mental programs that is owned by a few, not 
all humans. At this level is specialized mental 
program on a group or category and it can be 
studied; 3) the individual level, which is a unique 
mental program that is owned by only one, but 
two people will not have exactly the same mental 
programs. At this level a few of mental program 
fraction is inherent in human beings, and more 
can be learned from the people, organizations 
or other groups.

Based on factor analysis, Hofstede (1986) 
empirically finds there are four dimensions of 
mental programs, namely: (a) the difference in 
power (power distance), is a cultural dimension 
which indicates the existence of inequality 
for members who do not have the power in 
institutions (family, school, and community) 
or organization (place of work). The power 
difference varies depending on the social 
level, education level, and occupation; (b) 
uncertainty avoidance, a cultural dimension 
that indicates the nature of society in facing the 
unstructured, unclear cultural environment, and 
cannot be foreseen. The society can avoid this 
uncertainty with technology, law and religion; 
(c) individuality vs. collectivism, the cultural 
dimension that indicates the attitude that 
sees personal interests and family as the main 
interest or a common interest in a group. This 
dimension can also occur in the communities 
and organizations. In organizations where 
people have Collectivism dimension requires 
greater emotional dependency compared with 
people who have a dimension of Individualism; 
(d). Masculinity vs. feminity, is a cultural 
dimension which shows that in every society, 
there are different roles depending on the 
different types of members. In a masculine 
society, a man should be more ambitious, like 
to compete, and boldly stated his opinion, and 
tend try to achieve material success.

According to Beach (1993) culture is 
the core of what is considered important in the 
organization. The definition of organizational 

culture as quoted from academia.edu (2013) is a 
system of values that are believed to be shared by 
members of the organization and distinguishes 
it from other organizations. Opinions from 
Robbins (2009), as quoted by academia.edu 
(2013) suggests that organizational culture that 
contains certain values will be a guide for the 
organization’s policy in managing employees 
and consumers. The similar organizational 
culture is the belief systems and was developed 
by the organization and become the guide 
towards the behavior of the organization.

Motivation

The study of motivation is usually 
associated with individual needs. Robbins 
(2009) explains that the needs hierarchy theory 
of Maslow’s can explain the motivations that 
appear in each individual. Human needs are 
classified into five hierarchies of needs, namely: 
Physiological Needs, Safety Needs, Social 
Needs, Esteem Needs, Self Actualization.

Other experts such as Gatchter and 
Falk (2000) revealed that the intrinsic and 
extrinsic motivation together affect the quality 
of someone’s work. The combination of 
intrinsic and extrinsic an agreement defined 
and associated with a person’s psychology. A 
person’s motivation to work is also influenced 
by the compensation he gets, whether it would 
be financial and non-financial compensation. 
Another opinion expressed by Dessler (2013) 
suggests that motif is defined as the power 
contained within the organism pushing to do 
(driving force) and are interrelated with other 
factors, both external factors and internal 
factors. 

Motivation of employees according 
to Mello (2011) is closely related to the 
corporate strategic planning in compensation, 
while according to Cascio (2013) employee 
motivation can be seen from the level of needs. 
According to McClelland’s theory things that 
motivate a person on the job are (Robbins & 
Judge, 2011): Need for achievement or N-Ach; 
Need for affiliation or N-Aff; Need for power or 
N-Pow.
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The need for achievement (N-Ach) is the 
driving force that motivates a person’s works 
spirit. Because of that, N-Ach will encourage 
someone to develop creativity and mobilize all 
its capabilities and energy to achieve maximum 
performance. The need for affiliation (N-Aff) 
becomes the driving force that will motivate 
employees works’ spirit because everyone 
wants to be having the feeling of accepted and 
respected by others in the environment he 
lives and works. The need for power (N-Pow) 
will stimulate and motivate employees’ morale 
and mobilizing all its ability to achieve the best 
power or position

Job Satisfaction

Robbins (2009) defines job satisfaction 
as “an individual’s general attitude towards his 
work” in this case is the employees. Employees 
can assess how satisfied or not satisfied himself 
with his work. Satisfaction is a feeling of 
pleasure or relief that a desire has been achieved 
or fulfilled. According to Dessler (2013), job 
satisfaction is on how the feelings of employees 
toward his job. They said that the feeling of 
the employees toward their works. They also 
said that these feelings can be “favorable” 
and “unfavorable” depending on how the 
employees assess aspects of job satisfaction 
itself. A sense of satisfaction can be described 
as a positive emotion that comes or came from 
what is experienced by a person in his work. 
In his study, Luthans (2006) stated that there 
are five factors that influence job satisfaction, 
namely: the work itself, salary, supervision, 
promotion opportunities, relationships with 
fellow workers. 

Employee Performance

Performance comes from the work 
performance. As noted by Dessler (2013) 
that the term is derived from job performance 
or actual performance (honors or true 
achievements made by someone) that results 
in quality and quantity of work achieved by 

an employee in carrying out their duties in 
accordance with the responsibilities assigned 
to him. According to Mello (2011), work 
performance or achievements can be seen from 
the quality, quantity and timeliness of work 
or in other words with regard to effectiveness 
and efficiency. Meanwhile, according to 
Cascio (2013) the employee’s performance 
is a measure that can be used to specify the 
comparison results of the implementation of 
tasks, responsibilities given by the organization 
at a particular period and the relative can be used 
to measure job performance or the performance 
of the organization.

Framework

Employee’s performance as an output 
of a long and complex process that takes 
place in and outside the company. Broadly 
it is influenced by three main factors namely 
individual psychological factors, management 
support and organizational factors (Dessler, 
2013). This is similar to the performance 
management model first introduced by 
Campbell where performance is a function of: 
(1) declarative knowledge is the employees’ 
knowledge on the matters relating to their jobs; 
(2) procedural knowledge which implies how 
employees understand about how to do the 
task, and( 3) the internal motivation that will 
make employees passionate and persistent in 
doing their job (Cascio, 2013). If we analyze 
further, the performance management model 
consistently contains individual psychological 
factors (motivation, personality, job 
satisfaction, and organizational commitment), 
organizational factors (organizational culture, 
compensation, and work environment) and 
management support factors (labor regulations, 
complexity, duty and style of leadership).

In many studies in various industry 
sectors, employee’s performance is driven by 
that employee’s motivation himself (Pramudyo, 
2008; Fahmy, 2009; Widodo, 2010; Ranihusna, 
2010; Mamik 2010; Pentury 2010; Holil & 
Sriyanto, 2011; Wijaya & Suhaji, 2013; Sukarani, 
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2013). On the other hand the employee’s 
performance can also be achieved through 
proper management and fair compensation 
because basically every emmployee is expecting 
compensation that helps them surviving their 
life (Rahayu et al., 2013). Research on the 
influence of leadership styles that have been 
carried out in various industrial sectors reveals 
that the performance of employees could not 
be separated from the style of the leaders in the 
way they lead the organization (Nugroho, 2006; 
Mamik, 2010; Nurcahyo, 2012; Rahayu et al., 
2013). A leader who, in this case is a manager 
at the company, plays a very important role in 
improving the performance of the employees 
through the implementation of effective 
leadership, a combination of transactional 
and transformational styles (Hayward, 2005; 
Pramudyo, 2008).

Other factors that are also important in the 
management of an organization’s performance 
is how to create job satisfaction. In various 
studies and research, job satisfaction is a very 
important factor in generating high employee’s 
performance (Octaviana, 2011). Linkage 
achievement of high employee’s performance 
can also be seen from some of the results of 
other studies that associate performance with 
working environment. The results show that 
the performance of employees that occurs at the 

company has managed to create a comfortable 
working environment for the employees 
(Rahayu, 2013; Pramudyo, 2008). 

Many studies on the performance 
of employees affected by organizational 
commitment (Mamik, 2010; Sudibyo & Hiskia, 
2013). The high commitment of the employees 
for the organization will tend to produce a high 
performance of the employees and inside the 
employees themselves as well as organizational 
culture that is understood and implemented 
consistently (Nugroho, 2006; Octaviana, 2011). 
Based on the literature review and framework 
that have been stated above, the hypotheses in 
this study are as follows.
H1: Employees’ motivation has positive effect 

on employees’ performance. 
H2: Employees’ satisfaction has positive 

influence on employees’ performance.
H3: Organizational culture has positive effect 

on employees’ performance.
For more details, model construct of 

employee performance management in this 
study can be described as Figure 1.

METHOD

The research was conducted in three 
companies located in Bekasi. They are Kerupuk 
Ikan Irma (Irma fish crackers), in Cianjur 

Figure 1. Research Framework
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regency that is Kerupuk Udang Asli Raos (Raos 
the Original prawn crackers), and in Bandung 
Regency that is Kerupuk Udang Firman 
(Firman prawn crackers). Based on the type 
and nature of the research, as presented above, 
the method used in this research is a survey 
research method. This method was chosen 
because it has characteristics corresponding 
to the characteristics of this study which are 
as follows: (1) the goal can be descriptive and 
also verikative; (2) intended for explanatory 
or confirmatory, evaluation and prediction; 
(3) the data collected from a sample that has 
been determined and research variable data 
captured using questionnaires as the primary 
data collection instrument. The total employees 
of the sample in this study are 145 people from 
three companies processing fish-based crackers 
in 3 different cities. In order to determine the 
size of the sample, the researcher used the 
Slovin formula.

The sampling method used by the 
researcher is probability sampling. On the other 
hand, the probability sampling technique that 
we used was simple random sampling that is by 
using lottery. Scale Measurement uses Likert 
scale in the interval 1-5. Likert in the interval 1-5 
for the category of questions with the answers 
which are strongly disagree with the value of 
1 (one) up to answer strongly agree with the 
value of 5 (five). 

Instrument Test

Valid instrument means the instrument 
can be used to measure what should be 
measured. Testing the validity of each item of 
questionnaire statement will use item analysis 
which correlates the scores of each item with 
the total score of each item. The technique that 
is most widely performed to test the validity is 

the correlation technique. Reliable instrument 
is an instrument which is used several times to 
measure the same object will generate the same 
data. In this study the reliability test uses Alpha 
Croncbach’s measurement.

RESULTS AND DISCUSSION

Validity Test Results of Employees’ Motivation

Based on the validity test that has been 
done, there are some items of questionnaire 
which must be eliminated because it does not 
meet the criteria of validity. The full results can 
be seen in the Table 1. Item number five and six 
are eiminated on the next test.

Table 1. Validity of employees’ motivation

Item
Pearson 

correlation sig (2 
tailed)

Description

1 0.00 Valid
2 0.00 Valid
3 0.03 Valid
4 0.00 Valid
5 0.142 Drop
6 0.068 Drop
7 0.00 Valid
8 0.00 Valid

Source: data processed (2014)

Validity Test Results of Organizational Culture

Table 2 is the validity test result of 
the 5 statement items about organizational 
culture variables which have been given to the 
respondents. 
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Table 2. Validity of Organizational Culture

Item
Pearson correlation 

sig (2 tailed)
Description

1 0.00 Valid
2 0.00 Valid
3 0.03 Valid
4 0.00 Valid
5 0.00 Valid

Source: data processed (2014)

Validity Test Result of Job Satisfaction

The next table is the result of testing 
the validity of the 5 statement items of job 
satisfaction variables consisting of those that 
have been given to the respondents. The results 
have been processed can be seen in Table 3.

Table 3. Validity of Job Satisfaction

Item
Pearson 

correlation sig 
(2 tailed)

Description

1 0 Valid
2 0 Valid
3 0 Valid
4 0 Valid
5 0 Valid

Source: data processed (2014)

Result of Validity Test of Employee’s 
Performance

The next table is the validity of the test 
results to the statement items of job satisfaction 
variables consisting of those that have been 
given to the respondents. The results have been 
processed can be seen in Table 4.

Table 4. Validity of Employee Performance

Item
Pearson 

correlation sig 
(2 tailed)

Description

1 0.000 Valid

2 0.000 Valid
3 0.001 Valid
4 0.098 Drop
5 0.114 Drop

6 0.000 Valid
7 0.000 Valid

Source: data processed (2014)

Based on test validity through SPSS 
calculation, there are 2 statement items should 
be dropped due to the significant value of  
Pearson correlation which is its 2 tailed is bigger 
than 0.05 is the item number 4 and 5.

Reliability Test Results

Reliability test is used to measure the level 
of reliability of a questionnaire. A questionnaire 
said to be reliable is if someone’s answers to 
questions are relatively stable when retested. 
In this study the reliability test uses Alpha 
Croncbach’s measurement.

Result of Hypothesis Test

Once the data is confirmed to be used for 
the regression analysis, the next step is to test the 
research hypothesis. The results of hypothesis 
testing can be seen in the Table 6.

This research uses significance value 0.05 
to reject or accept H0 (null hypothesis) and the 
value of t table received is 1.982. As the results 
contained in the above table, t value for the 
variable X1 is 0.707. Because the t value (0.707) 
< t table (1,982) and the value of variable 
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Table 5. Reliability Test Results

No Variable Alpha Value Description

1 Motivation 0,000 Reliable
2 Culture of the organization 0,000 Reliable
3 Job Satisfaction 0,000 Reliable
4 Employees’ Performance 0,000 Reliable

Source: data processed (2014)

Table 6. Result of Hypothesis Test

Coefficientsa

Model

Unstandardized 
Coefficients

Standardized 
Coefficients t Sig.

Collinearity Statistics

B Std. Error Beta Tolerance VIF
1 (Constant) 12.850 1.425 9.019 .000

Motivation .056 .080 .078 .707 .481 .479 2.088
Satisfaction .035 .095 .044 .365 .715 .402 2.490
Culture .197 .075 .322 2.630 .009 .393 2.543

a. Dependent Variable: performance
Source: data processed (2014)

significance Motivation is 0.481 where the score 
is greater than 0.05, it means that there is no 
influence of variable Motivation on Employee 
Performance. The second result is the t value 
for the variable X2 is 0,365. Because the t value 
(0.365) <t table (1,982) and the value of variable 
significance Job Satisfaction score is 0.715 
which is greater than 0.05, it means that there 
is no job satisfaction variables influence the 
Employee Performance. The third results show 
t value for the variable X3 is 2,630. Because the t 
value (2.630)> t table (1,982) and the value of 
variable significance Organizational Culture is 
0.009 where the score is less than 0.05, it means 
that there is the influence of organizational 
culture on employee performance. Based on 
the above table can also be arranged around 
the regression equation of the study variables as 
follows: 

Y = 12 850 + 0.056X1 + 0.035X2 + 0.197X3.

To determine the contribution of all 
independent variables on the dependent 
variable, we can use the table below:

From the Table 7, Adjusted R2 value of 
0.154 or 15.4%. It shows that 15.4% Employee 
Performance formed by Motivation, Job 
Satisfaction and Organizational Culture, while 
the remaining 84.6% is influenced by other 
variables outside of research. 

From the three independent variables 
learned in this research which are motivation, job 
satisfaction and organizational culture; it is only 
the organizational culture which significantly 
influences the employee performance. The 
not so significance result from the variable 
of motivation and job satisfaction toward 
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employee performance is distinguished from 
the research conducted Nurcahyo (2012), 
Pratama (2013), Mamik (2010), Octaviana 
(2011) and Pramudyo (2008). 

The findings regarding the lack of effect of 
motivation on employee performance company 
shows that motivation is not a major factor for 
the employees in the three companies. This can 
be caused by needs factors / need which become 
the booster of the motivation that has been 
fulfilled. Needs which are met will no longer be 
the driving force / motivator, so that no visible 
influence on the performance significantly. 
Based on the information and observations 
made at three locations, some basic needs of 
the employees are relatively already met, such 
as the need to eat, drink, rest, shelter, and an 
adequate salary, at least the salaries of the 
employees in accordance with the provisions of 
the minimum wage each city has. Those basic 
needs of employees which are truly simple can 
be said to be met by the company, so in terms of 
motivation, the influence on its performance is 
not significant anymore.

The second result which differs with 
the previous researches are that there is no 
effect upon job satisfaction toward employee 
work performance. In general of all of those 
previous researches explain about the influence 
between job satisfaction with employees’ work 
performance, however in this research occurs 
reversely. This result is contrary to the research 
conducted by Pentury (2010), Yuananda, 
(2013) and Octaviana (2011). The difference 
in the results of this study with previous 
studies allegedly because the level of employee 

satisfaction is at the intermediate level or like 
always, or in other words, job satisfaction is also 
not the primary determinant of the employees’ 
performance. 

This is in accordance with the statements 
of several employees who confirmed and 
mentioned that in general, employees feel there 
is no problem in their job satisfaction. At first , the 
allegations about low job satisfaction is because 
of not optimal policy driven by companies such 
as the absence of a clear career path, the absence 
of a policy on employee training, and working 
uncomfortable conditions. Nevertheless, those 
three things do not affect the performance of 
the employees, or in other words the employees 
do not consider these matters closely related to 
how they do their daily chores. 

This finding explains why employees 
can still work even if the location of their work 
is dirty, unhygienic and smelly, the employee 
considers these conditions is commonplace or 
ordinary. These factors may be related to the 
educational level of employees who mostly just 
graduated from elementary school and middle 
school, which makes their condition could just 
let go and do not have the courage to ask for 
improvement in the condition where they live 
in.

The third result obtained from this study 
is that the presence of organizational culture 
which influencing the performance. This is 
in line with some researches by Nugroho 
(2006), Octaviana (2011) and Sudibyo (2013). 
Organizational culture significantly affects the 
performance at all three of those companies 
because the company has been successful 

Table 7. Determination Test Result

Model Summaryb

Model R R Square
Adjusted R 

Square
Std. Error of 
the Estimate

Durbin-Watson

1 .414a .171 .154 2.38075 1.185
a. Predictors: (Constant), culture, motivation, satisfaction
b. Dependent Variable: performance
Source: data processed (2014)
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enough to provide an understanding of the 
culture of the organization to all employees. 
Organizational culture that is applied in this 
company is more focused on cultural kinship 
and flexibility in work. Almost all employees 
who were respondents revealed that they feel 
comfortable and happy with the organizational 
culture adopted by the three companies. This 
makes the company is able to survive in the 
business that they do now. 

In relation to the Sundanese culture, 
“family” culture is a force which capable in 
creating comfortable working conditions, so 
that a culture like this is felt most appropriate to 
be applied in the company. The application of 
Sundanese culture within the company is very 
strong within the daily life of the employees, 
such as the use of Sundanese language as a 
language of communication that is used by all 
employees, including management. Besides, 
ethnicity also creates kinship conditions and 
strong friendship between employees so that the 
employees look vibrant and diligent in working.

Other findings from the testing reveals 
the contribution of all independent variables 
on the performance of employees is relatively 
low (15.4%). The low influence of motivation, 
job satisfaction and organizational culture 
on employee performance in this study are 
suspected for several reasons, namely, the 
respondent had difficulty in understanding the 
items of the statement, identification of the 
main causes of the problem are not appropriate, 
the tendency of respondents to give feedback is 
perceived safe for them in filling instrument.

CONCLUSION

The conclusion of this research are 
motivation of employees does not influence 
partially toward employees work performance 
in three kerupuk companies in three cities of 
West Java. Organizational culture partially 
influences toward employees’ performance in 
three kerupuk companies in three cities of West 
Java. Job satisfaction partially does not affect 

toward the employees’ work performance in 
three kerupuk companies in three cities of West 
Java. This finding also give suggestions for 
fishing process companies. 

From the results of the research, it is 
revealed that those companies do not have 
any clear career path, therefore the first thing 
companies must do is to frame career path or 
the system of career development which is 
transparent so that is easy to be understood by all 
of the employees. Conducting a review of salary 
policy. Gradually, the salaries of employees 
need to be raised because it is still below the 
minimum of wage town. Company must 
immediately improve the working conditions 
because current state employees assess that the 
working place is uncomfortable, especially the 
noise problems and not hygienic production. 
Gradually and traditionally the company should 
increase and improve its  modern management 
principles which are suitable to local conditions 
in order to process more professional food 
processing in order to increase the performance 
of the company. Companies need to recruit 
employees with management or business 
background to enhance the understanding of 
the business and its strategies.

For further research, extending the 
scope of research to expand the research sites 
in many cities in West Java in order to get 
better research conclusions, referring that the 
variable of performance is a complex variable, 
it is necessary to add other variables outside of 
this research in order to map out and explain 
the complexities of employees with better 
performance. Variables that can be added is the 
discipline of work, job complexity, emotional 
intelligence, work stress, leadership style, and 
can also be controlled with a variable length of 
service and level of education. It is important 
to be careful and precise in identifying the 
determination of the dependent variable and 
the independent variables in order to obtain 
good test results. Preparation of instrument 
items need to consider the conditions and 
background of the respondents
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