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Abstract. The activities and existence of SKB as an educational institution in non-formal education units are a manifestation of the
achievement of good corporate governance. This study aims to describe, predict and interpret the influence of leadership, organizational
culture and achievement motivation on the performance of the Pamong Belajar at the Learning Activity Center (SKB) in North Sulawesi
Province. The research approach used is quantitative with survey methods, while the hypothesis testing technique used is path analysis.
There were at least 100 civil servants studying at 10 SKB and 15 districts / cities in North Sulawesi Province who were involved in this
research. Research success indicators are measured based on 8 criteria contained in the Program Implementation Success Indicators
(IKPP) and Institutional Success Indicators (IKK). From the results of the research analysis, it is found that the leadership characteristics
of Pamong Belajar have a direct impact on organizational culture, achievement motivation and the performance of the Pamong Belajar
SKB in North Sulawesi Province. However, there are interesting findings where achievement motivation can be a strong factor in the
performance of the SKB Student Learning Association.
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INTRODUCTION performance are: (1) quantity, (2) quality, (3) team-
work, (4) innovation and (5) independence (Chung &
The study of the performance of organizations in-  Megginson, 1981 dalamSugiyono, 2012:104-108a).
cluding the Learning Activities Workshop (SKB) as  Performance measurement is an important variable
a Technical Implementation Unit (UPT) of the Re- in management as part of efforts to improve organi-
gency / City Government in terms of serving and  zational performance.
meeting the learning needs of the community Why is the performance of SKB worthreviewing?
through non-formal education pathways, becomes a In Law No. 20 of 2003 on National Education Sys-
must remain survival in carrying out and realizing tem 3, it is stated: "National Education serves to
the main tasks and functions. Therefore, performance  develop the ability and form dignified national char-
assessment is part of Good Governance in the man-  acter and civilization in order to educate the life of
agement of organizations”, therefore if performance the nation, aiming to develop the potential of learn-
is not assessed, then there will be no improvement ers to become humanbeings who believe, and believe
(Sobirin, 2014, pp. 1-2a). in God almighty, noble character, healthy, knowl-
Performance becomes an attraction that can edgeable, capable, creative, independent, and be-
change the environment to be more dynamic, so that comedemocratic and responsiblecitizens”. SKB is an
the organization does not become hyper-competition.  educational institution that organizes all the duties of
In addition, performance can be a benchmark to non-formal education. Therefore, SKB has a strate-
know the progress and development of the organiza-  gic role to provide education to people who are not
tion (Sobirin, 2014, pp. 6-7b). The success of an able or even marginalized from formal education
educational organization in realizing its main tasks  systems and processes. SKB also plays a role to edu-
and functions is clearly determined by a variety of cate the nation's life for disadvantaged people who
determining factors, among others: (1) quantity of organize equality education for students who drop
work, (2) quality of work, (3) job knowledge, (4) out of school at elementary, junior high and high
creativeness, (5) cooperation, (6) dependability, (7) school/vocational levels.
initiative, and (8) personal qualities. There are sever- Nationally, SKB has not succeeded in completing
al aspects of the same from the previous view, where  dropouts because there are still 4.1 million children
other experts stated that the determining factors of aged 6-21 dropping out ofschool (Kawatu, 2015a).
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UNICEF data in 2016 as many as 2.5 million Indo-
nesian children were unable to enjoy further educa-
tion, namely 600 thousand elementary school age
children and 1.9 million junior high school age chil-
dren. In North Sulawesi Province, in 2014 there were
1,259 students who did not continue their education.
The most are elementary school students as many as
416 students, junior high school 389 students, high
school 173 students and vocational school 281 stu-
dents (Kawatu, 2015b).

After the issuance of Perdirjen Paud and Dikmas
in 2016 referred to the current year 2018 means that
it has been approximately two years, observations in
the field showed the performance of SKB in the
sense of carrying out its duties and functions have
not shown significant progress. Thus, the transfer of
SKB's status of responsibility from the central gov-
ernment to the district/city government does not
seem to be the main problem. Therefore, other ef-
forts are needed to find, verify and find where the
root of the problem is so that skb which has a central
role in meeting the learning needs of the community
outside the formal school system, is still not able to
carry out its functions properly.

Perdirjen Paud-Dikmas number 1453 of 2016 in
Chapter 11 has set about the indicators of the success
of SKB as a similar non-formal education unit that
includes Indicators of Success of Balance (CCI) and
Indicators of Program Implementation Success
(IKPP). Thesuccess of SKB proves that IKK and
IKPP are determined by Leadership, Organizational
Culture and Motivation of Pamong Learning
Achievement. Leadership shapes one's attitude to
being a leader who can organize his members to
achieve the goals of the organization he leads. There-
fore, every leader is required his ability, integrity and
competence to be the driving force of his members.
The particular trait carried does not affect the effec-
tiveness or not of the leader's performance, but lies
in how a leader is able to overcome every problem
he or she faces. The qualities of effective leaders
known as K11 are: piety, honesty, intelligence, kei-
klasan, simplicity, breadth of views, commitment,
expertise, openness, breadth of social influence, ma-
turity and justice. Astudy conducted by The Ohio
State Leadership Study, found that leadership grows
when a personbuilds a structure (Initiating Struc-
ture), and the need for recognition or importance
(Husaini, 2013:319-320 a).

The achievement of a national, regional or local
goal depends on the leadership of a person in an
agency or organization. Cooperation  with
Stakeholders, the nature of leadership, will have a
negative impact on the culture of the organization
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that prioritizes work culture and motivation to excel
to produce creative-innovative works by learning
pamong. The results of expert research say that
effective senior leaders have: (1) knowledge relevant
to products, technology, markets and people, (2)
sharpness of thinking, analytical ability, strategic and
multidimensio-nal thinking capacity, (3) good track
record, (4) as a key player voicing the internal and
external influence of institutions, (5) good
interpersosnal skills, (6) energetic, highly motivated
to lead and confident (Kotter, 1988 in Husaini,
2013:436b). Other experts found that the quality of
the institution was determined by leadership style.
The leadership style referred to is called
management style by Wolking About (MBWA)
(Peter and Austin (1986) in Husaini, 2008:436).

To support the advancement of education, it re-
quires good physical, spiritual and moral aspects as
well as decent socio-economic conditions of a leader
(Wahab, 2008:136a). Furthermore, an education
leader must meet the requirements of a humble and
simple personality, helpful, patient and emotionally
stable, 4. believe in yourself, 5. honest, fair and
trustworthy, and have expertise in leading. Organi-
zational leadership and culture are two words that
contribute to the success or failure of an organiza-
tion. The leader creates an organizational culture that
will further shape his own person according to the
culture embraced within the organization. Organiza-
tional culture and leadership are mutually influence-
generating connections between the two in the con-
text of organizational life (Bass & Avolio, 1994;
Schein, 2017).

Culture serves to improve the understanding and
ability of organization members in coping and living
in the organization (Schein, 2004b). Organizational
culture is a rule and value that can be observed and
felt in an organization, organizational culture can
influence the cultural behavior of its members
(Schein, 2004a). For example, when we are in an
organization that has high time discipline, then we
will also get used to being someone who is disci-
plined, then the culture of discipline will crystallize
into a culture. Organizational culture is more organ-
ised than mechanical. The culture cannot be created,
but must be cultivated and developed. The process of
forming organizational culture is due to cultural con-
tact, cultural internalization, cultural socialization,
cultural change and cultural devolution that occurs
repeatedly.

With regard to the study of leadership's relation-
ship with organizational culture can be explained as
follows, organizational culture is created by leaders,
while leaders are born from the existence of culture.
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Based on the perspective, the birth of culture is in-
fluenced by 3 processes, namely socio dynamic,
leadership and organizational learning (Schein,
2004c). Culture influences every concept or policy
that governs every program of activities created by a
leader (Erwin & Douglas, 2000). If the behavior of
each member is in accordance with the standards
made by the leadership then the results obtained are
good. Conversely, if the behavior of members is not
in accordance with the standards of the dining leader
obtained unsatisfactory results. Thus, the standard
value of an organizational culture is influenced by
the cultural standards brought by a leader (Schein,
2004d). The theory is the same as that put forward
by Greiner (1989), where an organization can devel-
op due to the direction of the leader. However, the
phenomenon can happen otherwise when the leader
is present to be the successor (succession), while the
culture of the previous organization has been en-
trenched and become part of the life of every organi-
zation in it.

In his research, Kuchinke (1999) found an inter-
esting fact that there are different dimensions of
transformational leadership, especially in charisma
and the way to motivate subordinates. He further
explained that several cultural values that character-
ize each country can affect the leadership style, but
they do not make a significant difference. Employees
in the US have a leadership spirit with a vision,
group goals, passion for work and a desire for re-
sults. Meanwhile in Germany, workers lack charisma
and initiative. The finding of leadership styles be-
tween the two countries implies that cultural values
have little influence on leadership. As an example, if
we are in an organization, we will find cultural dif-
ferences in other organizations that we meet next.
The phenomenon of organizational culture such as
work ethic, discipline, cooperation, integrity, etc. is
the result of organizational culture that is formed
from the leadership process of its leaders and cannot
be separated from each other, Schein (2004e).

In his research, Kuchinke (1999) found an inter-
esting fact that there are different dimensions of
transformational leadership, especially in charisma
and ways of motivating subordinates. He further
explained that several cultural values that character-
ize each country can affect the leadership style, but
they do not make a significant difference. US work-
ers have a leadership spirit with a vision, group
goals, passion for work and a desire for outcome
decisions. Meanwhile in Germany, workers lack
charisma and initiative. The finding of leadership
styles between the two countries implies that cultural
values have little influence on leadership. An exam-
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ple of our environment in an organization, we will
find the culture of another organization that we en-
counter. The phenomenon of organizational culture
such as work ethic, discipline, cooperation, integrity,
etc. is an organizational culture that is formed from
the leadership process of its leaders and cannot share
with each other Schein (2004e).

There are 6 characteristics of individuals who
have high achievement motivation, namely: (1)
Strong feelings of achieving goals; (2) Responsible;
(3) Evaluative; (4) Full of calculation; (5) Creative
and innovative; and (6) like challenges (McClelland,
1987: 77). Every characteristic that a person has will
characterize each of his activities, as well as his mo-
tivation to achieve. Degeng (1997: 41) says there are
6 characteristics of achievement motivation that are
commonly found in schools: (1) individuals who
have high achievement motivation are involved in
situations where there is a risk of failure, or prefer
challenges. Conversely, individuals who have low
achievement motivation tend to choose tasks that
have a high chance of success, this is done to avoid
feelings of anxiety. (2) internal factors have a greater
influence on individual motivation to achieve. (3)
prefer to complete their tasks according to their abili-
ties, (4) they can assess the progress and achieve-
ment of their own goals (5) are visionary and look
ahead. (6) does not always show a high average
score in school.

Questions should be asked to answer whether
Leadership, Organizational Culture and Achieve-
ment Motivation affect the SKB Student Learning
Performance in North Sulawesi Province. For this
reason, a field test is needed in order to obtain an-
swers that can be accounted for scientifically through
this research.

METHODS

The approach used in this research is quantitative
with survey method as a way to describe data in the
field and prove the influence between research vari-
ables. Quantitative research approach of influence
testing is also to determine what exogenous variables
are directly and significantly influential. Exogenous
variables in this study are: Head leadership of SKB
(X1), Organizational Culture (X2) and Motivation of
Achievement (X3) that will be tested the amount of
influence applied pamong Learning
PERFORMANCE SKB as endogenous variables
(YY), Organizational Culture (X2) and Motivation to
Excel (X3). Because the nature of the proposed re-
search hypothesis is in the form of causality hypoth-
esis, then to test or prove the hypothesesin this study
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used a path paradigm or better known aspath analy-
sis techniques (path analysis) with structural equa-
tionsare Y = pYx1X1 + pYx2X2 + pYx3X3 + 1 + 1
+ 2 where Y = Performance Pamong Learning, X1 =
Leadership Head SKB, X2 = Organizational Culture,
X3 = MotivationAl Achievement.

Based on the formulated problems and the re-
search objectives set, the design of this research il-
lustrates the associative influences as follows:

Leadership of the Head
of SKB

Achievement Motivation
of Pamong Belajar (X3)

Performane e of
2\, Pamong Belajar (V)

eyl

Orgam zational cubture
X2

Figure 1. Research Design in the Form of Path Dia-
grams

A valid data contribution from this research is re-
quired which is described through the analysis of the
variables of Head of SKB Leadership, Organization-
al Culture, Outstanding Motivation and Learning
Performance. The data comes from pamong belajar

Table 1. Research Variable Description Data

population unit (PB) in all SKB in North Sulawesi
Province. According to data from the Pamong Bela-
jar Association (IPABI) of North Sulawesi Province,
the number of PB in North Sulawesi Province is 148
people in 21 SKB in 15 regencies/cities. (Statistics of
The State of Learning Pamong In Regency / City
IPABI North Sulawesi Province Year 2017. Re-
search Adaptation). Considering the area of North
Sulawesi Province, this research uses Cluster Sam-
pling (Area Sampling) technique. Thus, it is deter-
mined that as many as 10 (ten) SKB are considered
to represent pb character as research respondents.
Based on the determination of the number of samples
from 70 populations with an error rate of 5% ob-
tained the number of samples as many as 61 people

RESULTS AND DISCUSSION

The data description of the four research varia-
bles: Head leadership of SKB (X1), Organizational
Culture (X2), Motivation of Achievement (X3 and
Pamong Belajar Performance () illustrates the cal-
culation of average, median, standard deviation,
minimum value and maximumvalue. Exposure to the
data of the four research variables as follows:

Variabel

X1 X2 X3 Y
Minimum 57 67 75 81
Maximum 125 125 111 150
Median 99.00 105.00 96.00 117.00
Mean 100.25 104.21 96.69 120.21
Std. Deviation 10.993 13.614 7.877 17.379

Some way of data normality testing is done with
Kolmogorov-Smirnow  Test, Chi-Squares  Test,
Lilliefors Test, or Shapiro-Wilk Test. Data normality
requirement test is only done if the sample size is n <
25. If n > 25 then data normality testing is not re-
quired because the data will tend to spread according
to normal distribution, according to the central limit
theorem in statistics (Lasut, 2018:187). In this study
the sample size was n = 61 then the data from the
five variables studied is assumed to come from a
population that spreads normally. So there is no need
to do normal data testing.

The regression variance variance test of the Head
of SKB's Leadership on Organizational Culture was
tested with the Levene test. This test result obtained
statistics = 0.69 with a value of p = 0.770. The re-
sults of this test stated the variance of Organizational
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Culture according to the observation value in the
Head leadership of the SKB is the same or homoge-
neous because the value p=0.770 > a = 0.05.

The regression variance variance test of the Head
of SKB Leadership against Outstanding Motivation
was tested with levene test. The result of this test
was obtained statistics = 1.33 with a value of p =
0.237. The results of this test stated that the variance
of Motivation for Achievement according to the ob-
servation value in the Leadership of the Head of
SKB is the same or homogeneous because the value
p = 0.237 > o = 0.05. The organization's Cultural
Regression Variance kehomogenan test against Out-
standing Motivation was tested with the Levene test.
This test result obtained statistics = 0.27 with a value
of p = 0.995. The results of this test stated variance
of Motivation to Excel according to observation val-
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ue in Organizational Culture is the same or homoge-
neous because the value p = 0.995 > a = 0.05. Organ-
izational Culture regression variance kehomogenan
test against Pamong Performance tested with Levene
test. The result of this test was obtained statistics =
0.73 with a value of p = 0.736. The results of this
test stated that the variance of Pamong Performance
according to observation value in Organizational
Culture is the same or homogeneous because the
value p=0.736 > o= 0.05.

The homogeneity test of regression variance of
Outstanding Motivation to Pamong Performance was

tested with Levene test. The result of this test was
obtained statistics = 1.93 with a value of p = 0.051.
The results of this test stated the variance of Pamong
Performance according to the observation value on
Outstanding Motivation is the same or homogeneous
because the value p = 0.051 > o = 0.05.

From the results described earlier, briefly the ho-
mogeneity test of linear regression variance is pre-
sented in the table below (Table 2). The influence of
both variables (free and dependent variables), is said
to have homogeneous variance when the value p > o
=0.05.

Table 2. Linear Regression Variance Variance homogen Test Results

Similarities of Variance  Levene's Test Statistics  P-Value Conclusion

X2 versus X1 0.69 0.770 Homogen Variance
X3 versus X1 1.33 0.237 Homogen Variance
X3 versus X2 0.27 0.995 Homogen Variance
Y versus X1 0.75 0.711 Homogen Variance
Y versus X2 0.73 0.736 Homogen Variance
Y versus X3 1.93 0.051 Homogen Variance

A two-variable influence linierarity test is used
linear regression mismatch test through an Anava
Table and scatterplotgraph. The test says both vari-
ables have a linear effect when the significance val-
ue. Linearity has Sig < 0.05 or the graph tends to be
linear line.

Results of the influence test between leadership
variables and Organizational Culture variables. The
results shown by test F state that there is an influ-
ence between the Leadership variable and the Or-
ganization Culture variable in the form of a straight
line (linear), because it has a value of Sig = 0.000 <
0.05 on the Lineritas model.

The results of the influence test between the
Leadership variable and the Outstanding Motivation
variable. The results shown by test F state that there
is an influence between the Leadership variable and
the Achievement Motivation variable in the form of
a straight line (linear), because it has a value of Sig
=0.000 < 0.05 on the Lineritas model.

The results of the influence test between organi-
zational culture variables and Outstanding Motiva-
tion variables. The results shown by test F stated that
there is an influence between organizational culture
variable and Motivation variable in the form of
straight line (linear), because it has a value of Sig =
0.000 < 0.05 in the Linearity model.

The results of the influence test between the
leadership variable of the Head of SKB and the vari-
able Pamong Belajar Performance. The results
shown from the F test state that there is an influence
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between the Head leadership variable of the SKB
and the Pamong Belajar Performance variable in the
form of a straight line (linear), because it has a value
of Sig = 0.018 < 0.05 on the Linearity model.

The results of the influence test between the Or-
ganizational Culture variable and the Pamong Per-
formance variable. The results shown by test F state
that there is an influence between the Organizational
Culture variable and the Straight Line (linear)
Pamong Performance variable, as it has a value of
Sig = 0.000 < 0.05 on the Linearity model.

The results of the influence test between the Out-
standing Motivation variable and the Pamong Per-
formance variable. The results shown by test F state
that there is an influence between the Organizational
Culture variable and the Straight Line (linear)
Pamong Performance variable, as it has a value of
Sig = 0.000 < 0.05 on the Linearity model.

Below is presented the results of a simple regres-
sion analysis of the influence of the 4 research vari-
ables in the form of linear influence (Table 3). The
influence of both variables is said to be significant
when the value of significance (Sig.) < 0.05, and is
said to be insignificant whenthe value of signifi-
cance (Sig.) > 0.05.

Results of simple regression analysis in Table 3:
1. There is a strong and very significant influence

between Leadership and Organizational Culture
(r = 0.626 with a value of p < 0.0001).
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2. There is a very strong and very significant influ- 5. There is a strong and very significant influence

ence between Leadership with Outstanding Mo- between Organizational Culture and Pamong

tivation (r = 0.643 with a value of p < 0.0001). Performance (r = 0.459 with a value of p <
3. There is a weak but very significant influence 0.0001).

between Leadership and Pamong Performance (r 6. There is a weak but significant influence be-

= 0.310 with a value of p = 0.008). tween Motivation to Excel and Pamong Perfor-
4. There is a strong and very significant influence mance (r = 0.388 with a value of p = 0.001).

between Organizational Culture with Outstand-
ing Motivation (r = 0.683 with a value of p <

0.0001).
Table 3. Simple Regression Matrix Between Research Variables
Variable Culture Achievement Pamong Belajar
Organization Motivation Performance
Leadership of the Head of r=0,626 r=0,643 r=0,310
SKB (p<0,0001) (p<0,0001) (p = 0,008)
Organizational Culture r=0,683 r=0,459
(p < 0,0001) (p < 0,0001)
Achievement motivation r=0,388
(p = 0,001)
Based on the research hypothesis and the influ- Structural Model Testing 1
ence between exogenous and endogenous variables, The structural model 1 is as follows:
there are six path coefficients, namely p21, p32, p32, X2 = pyrXy + and,
p4l, p42, and p43. To get the path coefficient, the
data is analyzed using SPSS Statistics Program ver- Based on linear regression analysis obtained re-

sion 23. In this study there are three structural mod-  sults as presented in Table 4. The result in the fol-

els that will be analyzed. The results of data analysis lowing table is obtained the path coefficient p21 =

based on structural models in a row are presented 0.626 with the value Sig. < 0.0001. Graphically the

below. effect of variable X1 on X2 according to structural
model 1. These results suggest there is a significant
direct influence between X1 and X2.

Table 4. X1 Effect Path Analysis Results on X2

Models Regression Coefficient Beta Coefficient Test Value t Significance
Konstanta 26.522 2.092
X1 0.775 0.626 6.163 Sig. < 0.0001
Structural Model Testing 2 needs to be done, because it will have an impact on
The structural model 2 is as follows: the influence of each free variable on dependent
X3 = pyaX1 + py2X, + and; variables. One of the impacts will cause the influ-

ence to become insignificant or even contrary to the

Based on multiple linear regression analysis ob-  theory. For example, influences should be positive,
tained the result of path coefficient p3; = 0.354 with  but negative influences.

the value Sig. =0.003 and the coefficient of the path Multicollibility checks can be tested through ex-

p32 = 0.462 with the value Sig. < 0.0001. These re-  aminationofTolerance, VIF, EigenValue, Condition

sults suggest there is a significant direct influence of  Index, Standard Error, simpleregression coefficient

X1 on X3 and there is a significant direct influence  value (r), or 95% Confidence Interval of each varia-

of X2 on X3. ble. It says there is no multicollitas when: 1) Toler-
ance Value > 0.1, or 2) VIF value < 10, or 3) Eigen-
X1 and X2 Multicollinierity Check value > 0.01, or 4) Condition Index < 30, or 5)

In the analysis of the path of examination wheth-  Standard Error < 1, or 6) Regression coefficient (r)
er or not multicoliniearity between free variables < 0.8, or 7) 95% Confidence index is quite wide.
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Based on the results of the previous calculation
of regression between free variables (X1 and X2)
obtained r = 0.626 with the value Sig. < 0.0001.
Furthermore, from the results of multicollinierity

examination, it turns out that from the 7 examina-
tions presented above there is nothing to suggest that
there is multicolliation between variable X1 to X2.

Table 5. Multicolearity Examination Results on Structural Model 2

Model Std. K1 95% Tolerance VIF  Dimensions Eigenvalue Condition
Error Index
X1 0.094 0.105-458  0.608 1644 1 2.987 1.000
X2 0.076 0.157-462  0.608 1.644 2 .008 18.961
3 0.005 25.126

Structural Model Testing 3

The structural model 3 is as follows:

Y yLX;+ X + 3 Xz + e

Based on multiple linear regression analysis ob-
tained path coefficient py; = -0.014 with Sig value. =

0.932: path coefficient py, = 0.368 with Sig value. =
0.034; and path coefficient p,z = 0.145 with Sig
value = 0.404. Graphically the effect of variables
X1, X2,and X3 on Y can be seen in Table 6.

Table 6. Path Analysis Results of the Influence of X1, X2, and X3 on Y

Model Regression Coefficient Beta Coefficient Test Value t Significance
Konstanta 54.063 - 2,611

X1 -0,020 -0,014 -0,086 Sig. = 0,932
X2 0,437 0,368 2,167 Sig. = 0,034
X3 0,257 0,145 0,840 Sig. = 0,404

X1 and X2 Multicollinierity Check

Based on the results of the previous calculation
of regression between free variables (X1, X2, and
X3) obtained r;, = 0.626 with the value Sig. <
0.0001; (Table 6); r3 = 0.462 with the value Sig. <
0.0001 (Tabel 6); and ry3 = 0.145 with the value Sig.
< 0.404 (Table 6). Furthermore, from the results of

multicollitas examination (Table 7), it turns outthat
from the 7 examinations presented above, in Dimen-
sion 4 condition index value = 36.128 > 30. This
states that multi-covaririty occurs between the three
free variables (X1, X2, and X3). The existence of
this multicollinierity causes the path coefficient from
X11to Y to be negative, ps; =-0.014.

Table 7. Multicollinearity Examination Results on Structural Model 2

Model  Std. K1 95% Toler- VIF Dimensions Eigenvalue  Condition
Error ance Index
X1 0.238 -0,497-0.456  0.521 1918 1 3.984 1.000
X2 0.202  0.033-0.840 0.474 2110 2 0.008 21.897
X3 0.306 -0.356-0.871  0.457 2189 3 0.005 28.992
4 0.003 36.128

Based on the results in Table 7, it can be stated:

1. The effect of X1 on Y obtained the path coeffi-
cient py; = -0.044 with the value Sig. = 0.932 >
0.05. These results suggest there is a significant
direct influence of X1 on'Y.

2. The effect of X2 on Y obtained the coefficient of
the path, ,, = 0.368 with the value Sig. = 0.034 <
0.05. These results suggest there is a significant
direct influence of X2 on Y.

3. X3 and Y influences obtained the path coefficient
py1 = 0.145 with the value Sig. = 0.404 > 0.05.
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These results suggest there is no insignificant di-
rect X3 effecton Y.

The leadership of the Head of SKB has a strategic
role and determines the involvement of the people
being led so that they are motivated or encouraged to
carry out various activities or jobs to achieve goals
together. Nurjanah (2008) in his research on the
influence of leadership style and organizational
culture suggests that leadership style has a positive
effect on organizational culture, leadership style has a
positive effect on organizational commitment,
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organizational culture has a positive effect on
organizational commitment, and organizational
commitment has a positive effect on employee
performance. This means that the leadership style of a
leader can affect the performance of employees in the
organization. Leaders who have character will bring
culture to the organization so that employee
performance is created as expected by the leader.

Each leader in carrying out their main duties and
functions can be called leadership. Leaders who are
in action are what is meant by leadership to achieve
organizational goals. Thus leadership can be said to
be a process of directing and influencing every activi-
ty related to the work of group members (Northouse,
2016).

Future leaders are not only capable of self-
identification, able to create a shared vision for the
future, and can foster close relationships with
subordinates, but also must be imbued with and
enriched with innovation. Innovation in the sense of
can refer to new ideas that can be applied for service
improvements or updates (Alifuddin, H. Moh., 2012:
8). Therefore, every educational leader should have
the following characteristics: humble and simple,
helpful, patient and emotionally stable, trusting in
yourself, honest, fair and trustworthy, having
expertise according to responsibility (Wahab, 2008:
136b ). In addition, every leader, including the head
of the SKB, should have the characteristics of k12,
namely: devotion, honesty, intelligence, sincerity,
simplicity, broadness of view, commitment,
expertise, openness, breadth of social influence and
maturity, and justice (Husaini Usman: 2013: 322c).

Leadership models with characteristics can be
studied as follows: humble and simple, helpful, pa-
tient and emotionally stable, self-confident, honest,
fair and trustworthy, and expertise in position. Fur-
thermore, it is stated that an educational leader must
also have several skills, namely: skills in leadership,
skills in human influence, skills in group processes,
skills in personal administration, and skills in as-
sessing (Wahab, 2008: 136-137c). Related to this,
Kindervatter (1979) put forward his idea of
revitalizing human resources. He is an outside educa-
tion expert known for his work on Empowering Pro-
cesses. With regard to leadership, it is stated about
Participant leadership, namely group leadership is
held by students, all activities are regulated by the
group so that participants have responsibility for eve-
ry activity. And in the end, a good leader will give a
lot of leeway to his subordinates to work in their own
way (Goleman, 2017).
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Leadership is always needed at any time, both at
the individual level (micro), middle level (meso) and
high or broad level (macro). Leadership that is
implemented and oriented towards humans generally
encourages a person or group of people to be
consciously motivated to do everything in order to
achieve common goals.

A person or group of people who have or are
classified as having high achievement motivation is
clearly impossible to be born by themselves but needs
an environment that is able to encourage the spirit of
doing business through the implementation of
leadership. Morgan & King (1990) stated that there
are several factors that influence achievement
motivation, namely: (1) the behavior and
characteristics of the model that is imitated by
children through observational learning, (2) parents'
expectations, (3) the environment and (4) the
emphasis on independence. Leadership applied by a
leader who spurs the achievement motivation of
subordinates or employees is included in numbers
one, three and four. Thus, leadership clearly has a
direct influence on the achievement motivation of
subordinates or employees.

Culture is born from leaders who impose their
own values and assumptions on a group (Schein,
2004)). Organizational culture is always related to the
leadership style in the organization, organizational
culture grows and develops along with the character
instilled by the leader. Leaders reflect the organiza-
tional culture of the behavior and policies they make,
all of which will influence the attitudes and behavior
of organizational members (Wibowo, 2016: 207-
209). Organizational culture is a system that is
formed from values, rules and commitments that can
be perceived and applied in the organization and can
influence the mindsets, attitudes and behavior of
members. Sidabutar, Siburian, & Bintang, (2017)
stated that there is an influence between organiza-
tional culture and student achievement motivation.
Furgon (2003) found the main characteristics that can
characterize the essence of organizational culture as
follows: (1) Innovation and risk taking. These charac-
teristics relate to the extent to which employees /
members of the organization are encouraged to be
innovative and take risks, (2) attention to detail. The-
se characteristics relate to the extent to which em-
ployees / members of the organization are expected to
display accuracy, analysis and attention to details and
(3) people orientation.

Koesmono, 2017 explains that a person's behavior
will affect their performance, besides that motivation
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affects job satisfaction and job satisfaction affects
performance. In other words, organizational culture is
a characteristic that influences management decisions
in improving the performance of people in the
organization. Everyone has a culture that becomes a
benchmark for their hearts and minds in carrying out
their activities at all times. In formal organizations,
organizational culture becomes a driving force for
ideas and work. In addition, organizational culture
should be a driving force for the attitudes and work
behavior of all parties involved in the organization
concerned. This is confirmed by Prasetyo (2006)
which states that there is a significant effect of
achievement motivation on teacher competence.

A person's performance is determined by
individual factors and external factors (Bacal, 2002;
Dharma, 2005). Individual performance is influenced
by expectations regarding rewards, encouragement,
abilities, needs and traits, perceptions of tasks,
internal and external rewards, perceptions of reward
levels, and job satisfaction (Gibson et al., 1989; Rivai
et al.,, 2005a). Every individual or group in an
organization basically has a motive that encourages
them to be involved in the activities of an
organization in question. The statement is, whether
the motive that exists within a person encourages him
to work well so that the organization is successful or
does the working climate in the organization
encourage him to do better. Of course, the best thing
is that motivation should be intrinsic (from within),
even though the work climate in an organization also
affects the quality of the performance of a person or
group of people.

Zarvedi, Yusuf & Ibrahim (2016) in their research
on the influence of leadership, organizational culture
and competence on employee performance concluded
that leadership, organizational culture and
competence have a direct influence on employee
performance and also have an influence both directly
and indirectly on organizational performance. The
indirect positive effect of organizational culture on
the performance of the tutors through achievement
motivation can be seen from the involvement or
performance of the SKB Learning Assistants in
organizational program activities. Performance is a
collection of the total effort that is in the worker
(Griffin, 1987). Performance is the result of the
multiplication of motivation and ability. These
motivations and abilities influence one another
(Vroom, 1964).

Suriansyah (2015) found that motivation and work
ethic have a positive and significant impact on
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employee performance, namely 79.1% with a
significance value of 0.000. The better the motivation
and work ethic, the higher the employee's
performance, and vice versa if the work ethic is low,
the employee's performance will also be low.
Meanwhile, other research from Dhiatmik, Dantes, &
Yudana (2013) on the determination of work ethic,
achievement motivation, and creativity on teacher
performance found that teacher involvement in the
preparation, implementation and evaluation of school
programs is an effort to improve teacher work ethics.
This identifies that achievement motivation should
and should have an influence or influence on the
performance of a person or group of people. If it turns
out that achievement motivation has not or does not
affect or affect performance, it means that there are
variables as determinants or obstacles. In the previous
description, it has been explained that individual
performance is influenced by expectations regarding
rewards. Another reason why this is because of the
multicollinearity between the achievement motivation
and the SKB tutor's performance.

Lewin (1951) in his book Field Theory in Social
Science explains the power of positive and negative
power. When these strengths are combined, it will
form motivational strength. Movement in the field
theory is observed as a result of a combination of
valence and strength. Valence indicates a positive or
negative result. Something that has a positive valence
can cause less tension if the person gets it, but can
increase tension if it is prevented from getting it. For
example breakfast for a hungry person, valence does
not encourage the person to move in his
psychological environment, but only gives direction
to movements that may arise. A movement will occur
if there is a sufficiently large force pushing the person
in question. Such power coordinates with need.

What has been described above can explain that
achievement motivation is related to meeting one's
needs. A tutor for learning whose needs cannot be
met by the SKB, he will look for other institutions so
that their needs are met, for example through the
Community Learning Activity Center (PKBM). If
PKBM does not meet its needs, it will look for other
institutions until their needs are met. Although
leadership, organizational culture and achievement
motivation are empirically proven to influence the
performance of a person or group of people, the three
variables need to be empirically proven to determine
other factors in a certain space and time. Particularly
for the condition of the SKB Learning Community in
North Sulawesi Province, it is necessary to obtain
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new findings so that they can be used as a reference
in formulating future policies in the context of
improvement.

It must be admitted that what has been previously
described as a research result cannot be rejected and
can be scientifically justified, within the scope of
variables, problem formulations, research objectives,
hypotheses, research methods, respondents, lists of
statements, literature reviews, results of data analysis
and discussion. However, if this research is carried
out with the same problem formulation, research
objectives, research methods, and data analysis
techniques, however, it is different in terms of time
and place of implementation, number of respondents,
the theory used and the number of exogenous and
indogeneous variables, it is likely that the results will
not same.

It is recommended that this research be followed
up by other parties by using more exogenous and
indogeneous variables, expanding respondents and
research sites so that it is not only limited to
exogenous variables: Leadership of SKB Head,
Organizational Culture, Achievement Motivation and
endogenous  variables  Organizational  culture,
Achievement Motivation and the performance of the
SKB Learning Pamong.

CONCLUSION

The evidence presented in the findings and discus-
sion of this study leads to 4 conclusions that: (1) The
characteristics of a leader directly influence the cul-
ture, motivation and performance of the Pamong
Belajar. (2) Organizational culture affects achieve-
ment motivation and Pamong Belajar performance.
(3) There is a significant but insignificant influence
between achievement motivation on the tutor's per-
formance. (4) there is an indirect indirect effect be-
tween: (a) SKB head leadership on tutor performance
through achievement motivation, (b) SKB head lead-
ership on tutor learning performance through
achievement motivation and organizational culture,
(c) there is no significant effect. direct between or-
ganizational culture and tutor performance through
achievement motivation.

Achievement motivation of the tutors deserves se-
rious attention, because it can become a barrier for
tutors to achieve superior performance. Achievement
Motivation should be a driving factor for a person or
group to achieve personal and organizational goals.
This concludes that the Pamong Belajar motivation
variable should be studied more deeply why quantita-
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tively such facts are found. So that later achievement
motivation becomes a significant positive factor sup-
porting the performance of the SKB Learning
Pamong in North Sulawesi Province, not the other
way around.
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