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Abstract
This study aims to analyze the implementation of an organizational culture that is applied and the expected Bandung
Polytechnic LP3I in four years to come, through OCAI profile mapping method to obtain the organizational culture
profile Bandung Polytechnic LP3I current of the order of the highest to the lowest impact. Mixed data retrieval
technique that is parallel both quantitative and qualitative. Where quantitative and qualitative data collected in the
same time and analyzed to complement each other. The results of the training needs analysis based on gap indicates
that the required training, organizational culture oriented to improving the market and adhocracy organizational
culture.
Keywords: training design, organizational culture, OCAI
1. Introduction
Culture binds the employees to behave in accordance with the existing culture. Related to that understanding, a set of
norms has become a culture in the organization; employees will act and behave in accordance culture without forced.
If the culture directing employees to have a good performance, it is certain that all employees will do their job
properly because they consider it as a cultural norm. Furthermore, organizational culture goes in line with
organizational goals, if the culture implemented well, it is expected to improve the performance of employees that
have an impact on the achievement of organizational goals. The types of organizational culture by Cameron & Quinn
(2006) in terms of flexibility and stability as well as internal and external, consisting of clan, Hierarchy, Sandy,(2018)
Adhocracy and market. Naturally, one of which became a corporate organizational culture.
Organizational culture also requires employees to systematically improving its performance for the company.
Robbins (2006) said that to achieve success an organization need to improve organizational performance factors by
creating and developing an organizational culture. Weakening of organizational culture Symptoms in a company can
be seen from the overall organizational performance, the low level company's employees turnover (entry and exit),
and high and low levels of employee absenteeism. Gamba (2017) Therefore, organizational culture cannot be
separated from the behavior of its employees; it indicates a strong relationship between the organization and the
Human Resources (HR).
Education institutions of Bandung Polytechnic LP3I is one of the educational institutions concerned about the
organizational culture, it is seen from several things including all employees, managerial and faculty are required to
wear identity cards and the company's organizational culture that are behind it. the company also has provided
several training that support the implementation of organizational culture, although in its activities, Bandung
Polytechnic LP3I experiencing problems that often arise from internal, where employees sometimes cannot
understand the values contained in the company about how they should behave accordance with the existing
organizational culture and also less discipline in keeping the body in work and training agenda that has been set due
to the emergent institution interests associated with the values that exist within the company. Therefore the purpose
of the organizational culture is less effective in its implementation and employees tend to behave as he pleases,
causing a decrease in employee performance.
Weakness indications of the organizational culture implementation in Bandung Polytechnic LP3I can be seen from
the declining performance of employees, there are still pretty much going on the fact that less in line with
expectations that the low employee work ethic. This can be proved also by the number of employees who are not on
time at the office, delaying the office tasks, out of the office during office hours and the employee absenteeism high
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intensity (Rakab 2018; Shi, et. al., 2018). This shows a decrease in employee performance characterized by
decreasing employee productivity.
Human resource quality development training has been carried out but did not show an optimal effect to the
application of organizational culture, it is a form of failure of the human resource quality development program.
Therefore the need for specific studies aimed at identifying the weaknesses of human resource development
programs that have been implemented, so as to know the causes of these failures (Cetinkaya,Kirtepe & Ugurlu
2018).
The failure of human resource quality development programs can be seen from the achievement of organizational
goals that are inconsistent with the expectations or standards of work of the organization. It could be due to the
failure to apply the principles of professional management and proper use of the model development. Failure will
result in the following, namely: material loss, financial loss, organization's name loss, a decrease in employee
benefits, decreased motivation/morale, the lower of organization competitiveness and the last impact is the drop in
performance or profitability.
Armstrong (2006) research on human development analysis with performance of work indicators mentioned that the
implementation of training by companies often fail to achieve optimal performance enhancement. Due to the lack of
focus in conducting training needs analysis as well as conventional training patterns. Thus the inability to respond to
the training needs of the organization, individual employees and the need for work. It is important in a company
producing quality human resources in accordance to company strategy and needs that determine the type of
development that have an impact on task demands (Satispi, 2018).
2. Problem Identification
Based on the description above can be formulated that researcher in conducting this study intent as follows:
1.

Describing organizational culture and training activities in Bandung Polytechnic LP3I?

2.
Was SDM training process that has been done has been effective and in accordance with the company
organizational culture?
3.

How the organizational culture-oriented training design in Bandung Polytechnic LP3I?

3. Research Objectives and Benefits
3.1 Research Objectives
The goal of this research is:
1.

Conduct analysis of the organizational culture implementation and training needs planning.

2.

Conduct training programs and training results analysis.

3.
Conduct training plans analysis provide recommendations on a model on organizational culture
oriented training.
3.2 Research Benefits
This study is expected to provide beneficial results, in line with the research objectives above. The author also hopes
to conduct this research will obtain useful results that can be academically and practically.
This study is expected to provide practical benefits for Bandung Polytechnic LP3I on how to design a
competency-based human resource training needs appropriate for all employees in order to implement the
organizational culture, so that the performance and productivity of employees also increased and then eventually
give optimum results for the company so can enhance the company's competitive advantage.
4. Literature Review
4.1 Training
At this time, the organization recognizes the importance to held human resources training and development because
employee today is a very important asset in achieving organizational goals that have been set. Armstrong (2006)
states the basic philosophy in human resource development the training and development is often done in an effort to
improve the performance of the employee is deemed not able to carry out his job. In the stage of improving human
resources performance, there are two important aspects that cannot be separated, i.e., training activity and human
resource development activity that intended to use effectively the employee’s potential. Training activities are seen
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as the beginnings by holding orientation process followed by an ongoing development program during these
employees are in the organization.
Mathis & Jackson (2006) stated that one of human resource functions in the process of human resource management
is the training and development that means the training and development is very necessary to get appropriate
employee as a good resource, training and development understanding is different. According to Gary Deshler (2004)
training is intended to improve the mastery of various skills and techniques the implementation of certain work,
detailed and regular. That training prepares employees (labor) to do those jobs. The development has a broader scope
in an effort to improve and enhance the knowledge, abilities, attitudes and personality traits. In organizations, there is
a dominant tendency to think training in terms of course program and this has been reinforced by the role played so
far by the training function (Reed, Journals: 2006).
Effective training program is a valuable aid in career planning and development. There are two things that must be
considered to achieve effective training. First, pay attention to the position of training in business processes.
Secondly, related to the stages of training programming and implementing. In this phase, Gomes (2003) said there
are at least three main stages in the training, namely: the determination of training needs, training program design,
and training program evaluation (Horzum & Izci 2018; Sijabat, 2018).
Determining the training need training needs analysis, is an ongoing process of collecting data to determine what
training needs exist so that training can be developed to help organizations achieve goals. Conduct fundamental
needs assessment to the success of the training program. Often, an organization will develop and implement training
without first conducting a needs analysis. These organizations have a training risk that is, training too little or none at
all (Brown, journals: 2002; Singh, 2018).
4.2 Organizational Culture Oriented Training
Organizational culture crystallized and continuously reformed dynamically over time. It is a set of shared
assumptions (Schein, 1992; Sani Ibrahim, Mukhtar & Gani 2017) about the world of work in a particular profession.
These assumptions relate to concepts such as reality, truth, space and time that happen on individuals and groups
(Wilkinson et. all, journals: 1996). Organizational culture is an important factor in the organization, this is due to the
effectiveness of the organization can be determined by create a strong culture, which can be used to achieve
organizational goals. A strong culture is a powerful tool to drive behavior, because it helps employees to do the job
better, therefore every employee needs to understand the culture and how the culture been implemented.
In order to improve the knowledge, skills and attitudes conducive to job of employee’s performance, then held
employees education and training based on the needs analysis that combines the real conditions of a certain quality in
line with the organization's long-term plan of the program. There are two strategies of education or training to do the
organization according to Armstrong (2006), the education which is carried out within employee’s workplace (on the
job training) and education committed outside the employee’s workplace (off-the-job training). Judith,et.al (2016)
Strategy "on the job training" done by agencies to employees within work time while following education/training.
These activities include job rotation where employees at any given time doing a series of jobs. Employees are
internally trained and mentored by others employees who have highly skilled and the authority to train.
Off the job training methods do work outside the employee’s workplace. Education or training refers to the actual
work (simulationHadebe & Khumalo 2018). The goal is to avoid the pressures that may influence the course of the
learning process. This method can also be done in the classroom with seminars, lectures with educational film about
the human resources, 'job rotation' relates to the temporary removal of a person/group of employees from one
position to another, so that they can extend the experience of the various aspects of agency operations.
4.3 OCAI (Organization Culture Assessment Instrument)
Researches on organizational culture development in general use OCAI (Organization Culture Assessment
Instrument) method developed by Kim Cameron and Robert Quinn.
OCAI serves to determine the proportions of the four types of culture on organizational culture that found concrete
organizational culture. OCAI may also spoke about the strength or weight of four setting values in the organizational
culture of an organization. The four options that correspond to the four types of organizational culture in the
competing values framework formulated in any questions asked about certain aspects.
4.3.1 Clan
The working environment in a high clan organizational culture style is a culture style that shows friendly
organization environment. People have a lot in common, and it is similar to a large family. The leaders or executives
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viewed as a mentor or even perhaps as father figures. The organization is held together by loyalty and tradition; there
is a large involvement among its employees. Organization emphasizes long-term human resources development and
the colleague by moral togetherness. Success is defined in order to meet the client’s needs of and taking care of the
people, so that the organization promotes teamwork, participation, and consensus (Sanchita, Swain & Mishra 2017).
4.3.2 Market
It is a results-based organization that emphasizes work on the finishing and getting things done. People are
competitive and focused on the goal. Leaders are driving hard, producer, and rivals at the same time. They are tough
and have high expectations. Emphasis on organization continued winning together. Reputation and success are the
most important. The long-term focus on rival activities and objectives are reached. Market penetration and share is
the definition of success. Competitive pricing and market leadership are important. Organization Style based on
competition.
4.3.3 Adhocracy
In adhocracy organizational culture, courage for experimentation and innovation is the basis for determining the
course of organizations to achieve the targets that have been set. This Cultural organization necessitates the presence
of leaders and employees who are willing to take risks in the organization development. Lower adhocracy
organizational culture from the employee is not a good synergy with the family-based and structured work
environment.
4.3.4 Hierarchy
Leader Proud of coordination and organizational efficiency based on the procedures to decide what to do.
Regulations and maintain the organization's formal policy to maintain the smooth functioning of the organization is
the most important. The long term goal is stability and results, coupled with the efficient execution and fluency tasks.
Order delivery, smooth planning, and low cost define success.
5. Methods
In this study, researchers used a descriptive method that is trying to describe a phenomenon that emerged within the
social/work operational, in other words, this study aims to describe the nature of things in progress at the time of the
study. With a mixed data retrieval technique that is parallel both quantitative and qualitative. Where quantitative and
qualitative data collected in the same time and analyzed to complement each other. In this study, a quantitative
approach is used to map the company organizational culture, with calculate its tendency based on questioner and
measure the company's needs. The qualitative approach is used to strengthen the data.
This research also through a case study approach which is detailed research on a certain object during a given period
of time with sufficient depth and thorough. According Vrendenbregt (1987), a case study is an approach that aims to
maintain the integrity (wholeness) of the object, meaning that the data collected in order to be a case study studied as
a whole integrated, where the objective is to develop in-depth knowledge about the object.
According to Yin (2012) reason for doing research with a case study approach when the research question is regard
to how or why, if researchers have little opportunity to control the events that will be investigated, and where his
research focus is on contemporary phenomenon (the present ) in the context of real life.
In qualitative research, the research subject known as informants. The data source researchers select is the key
informants and the informants who according to the author in accordance with the study. Key informants not only
provide information about anything to researchers but also be able to advise on other sources of evidence that
supports and creates access to the relevant sources (Yin: 2012; Sitorus, 2018). The selection of the study subjects by
purposive, which is selected depending on the purpose of the research and the specific considerations, that is, those
who are considered most knowledgeable about what is expected by the researchers.
6. Results
6.1 Bandung Polytechnic LP3I Conditions
Globalization era is rolling today, requires us to be more selective and deliberate in implementing education
activities both short term and long term, so that what is expected to be achieved optimally. Bandung Polytechnic
LP3I experienced 18 years of educating and training as well as deliver graduates achieve their goals become
educated personnel, skilled and professional with a Diploma-3 (Associate Expert), has a mission to provide the
widest information about higher education, so that young people graduate high school or SMK or MAN choosing a
good place to advanced learning in college.
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As a pioneer of Links & Match education in Indonesia, which is right on target-oriented education in the world of
work, industry and business, also without leaving the academic rules, then education institutions Bandung
Polytechnic LP3I continue to evaluate and maintain the quality of education as well as to adjust the curriculum to the
developments. Education systems Advancement have a positive impact on the community recognition, so that by
2006, all existing studies program has received accreditation from the National Accreditation Board for Higher
Education (BAN-PT), Directorate General of Higher Education, Ministry of National Education.
The existence of a good network with business and industry, make the educational institutions Bandung Polytechnic
LP3I, a college that the student have done apprenticeship or work practices in the fifth semester and already worked.
Work placement at the time of taking the semester final project at VI. So when graduation with a Diploma-3 they've
worked and gained a good career and needed by the business or industry. In addition, alumni can continue their
studies to the undergraduate level (S1) while working. With a variety of advantages, the competitiveness of
graduates of Bandung Polytechnic LP3I in the eyes of society, national leaders, especially Corporate Partners remain
high and awake.
6.2 Bandung Polytechnic LP3I Training Conditions
Based on the research results using interviews and focus group discussions conducted in Bandung Polytechnic LP3I,
it is known that in Bandung Polytechnic LP3I are not applicable methods of Training Needs Analysis (TNA) to
determine what kind of training will be held in. Execution and implementation of training activities in Bandung
Polytechnic LP3I not have a clear Training Needs Analysis so that running training did not bring the results adequate
to what is desired, it can be seen from the existence of complaints from employers that revealed the absence of
significant changes in work behavior trainee support the implementation of the work in which they are assigned. The
user (boss) is also still complaining about the lack of a significant improvement of the workers returning from
training activities. These conditions also result in the user being less trusting and reduce their commitment to training
and focus to pursue targets that have been set by the company.
Lack of support and commitment of the supervisors in each unit to monitor and provide ongoing feedback makes
employee’s development process become optimal and makes the training runs in Bandung Polytechnic LP3I just like
a routine event, the employee did not have more commitment to run training results but all is done on the basis of
orders from superiors.
Other constraints exist among others; the issue of delivery of content in the training process is the availability of
infrastructure and the ability of teachers or facilitators in the training. The infrastructure site for training activities is
not adequate and unstructured training time. In addition, the ability of the teacher or facilitator training is less
developed competence continues to make delivery of material relative to less than optimal.
Of all the existing problems we can conclude that the main problem of the ineffectiveness of the training process at
the Bandung Polytechnic LP3I is not a system design training focused with what is expected by all employees of
both the level of directors until the ordinary employees, it is certainly the result of training results is not optimal,
despite being a cost which is certainly not small.
7. Discussion
7.1 LP3I Organizational Culture Current Mapping

Based on the table it was found that Bandung Polytechnic LP3I organizational culture current profile of the order of
the highest to the lowest influence is: clan, hierarchy, market and adhocracy. Behold the most dominant element is
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the culture clan with a percentage of 38% Polytechnic LP3I known as a strong familial element. Clan culture is used
as an adhesive in Polytechnic LP3I organization. Members of the organization make the company as a container that
unites every member with good interpersonal relationships, mutual trust and concern among members of the
organization in the workplace.
7.2 The Next Four Years Expected Organizational Culture Mapping

The data obtained results shows that the culture expected in four years is a Clan culture. Based on this we can see
that there is no change between the current organizational cultural and also expected next four years, the employee
retains Clan culture elements in the first place. This is because every employee is unable to release the strong relation
that has become the hallmark of the company for many years, the employee feels comfortable with the figure of a
mentor and facilitator as leader. Each person still wants an open culture, sharing, teamwork and a high level of
awareness among employees. Member companies are also hoping to be given the opportunity to participate so as to
create a reciprocal relationship between employees and managers. A leader who is able to demonstrate the
consistency of the changes are also needed to be an example and role model, and will be used as a benchmark in
acting in accordance with the expected culture.
7.3 Training Policy Analysis
Training needs analysis begins of training policy analysis, which is the official statement from the top leadership of
the organization responsible for training field, both written statements and oral. Training policy is a statement in
writing or orally, about decisions related to training priorities and approaches, methods and systems of training.
Training policy in Bandung Polytechnic LP3I until now also has held several organizational culture oriented
trainings, namely through the implementation Mabit (night for faith and piety) are held regularly every Friday
evening at the end of each month one time, in addition to the implementation yasinan (reading Quran) every Friday
by all employees and managerial. All of this is done in order to improve the organization of cultural awareness
organization.
7.4 Gap Analysis
OCAI profile mapping results at the employee level shows that the gap is relatively the same as the previous
respondent. Employees are comfortable with the existing work environment, namely friendly working environment
with hierarchies that keep running as it should. Achievement of targets and disclosure of creative ideas is lacking in
the employee level respondents. Therefore, the gap of OCAI profile mapping at employee level between current
organizational cultures and expected lie in the low market and adhocracy organizational culture.
In this study, the results of interviews and FGDs returned to participants or respondents to be studied together in an
FGD for determination of gap that exist in Bandung LP3I. Having returned and reviewed by representatives of each
respondent in the FGD gap determination, it was agreed that the gap of applied organizational culture and expected
in Bandung LP3I is the low achievement and low targets innovations in the implementation and completion of tasks.
Agreement that gap can be seen in the following table.
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- market

-

market

- market

-

market

- adhocracy

-

adhocracy

- adhocracy

-

adhocracy

7.5 Training Needs Analysis
Training needs based on existing gap, defined as training in order to increase employment orientation that aimed for
market and training in order to increase employees potential to be more active and able to contribute their
innovations in the task. Therefore it is necessary to held organizational culture-oriented training. Market
organizational culture training seen from the potential participants that are divided into achievement targets training
that require all employees as participants and leadership training to be able to guide employees to focus more on
achieving target with the trainees at the level of chief executive and executive.
Training needs to improve adhocracy organizational culture focused on improving the quality of employees is to dig
back employee potential and employee motivation to be able to express creative ideas and innovations in the
implementation and completion of tasks. Adhocracy culture Training, this training is intended for all employees as
participants in the training.
7.6 Training Draft Recommendation
Market and adhocracy organizational culture training recommendations is made to change the existing organizational
culture which is centered on the clan and hierarchy organizational culture become an organizational culture that
centers on the market and adhocracy. The existing clan and hierarchy organizational culture is the foundation in the
patterns of communication and interaction in Bandung LP3I in running market and adhocracy organizational culture.
Based on the gap, having returned to the respondents using FGD methods known that the deficiencies exist in each
of the organizational culture considered low. In market organizational culture, respondents considered that the
achievement of targets and completion of tasks perceived shortcomings in terms of:
7.6.1 Leadership
Work environment with a strong clan organizational culture make leader as a mentor or parent in the large family so
that the leader does not perform its role as the driving force and engine of the company. At the level of the employee,
the employee provides flexibility in the implementation and execution of tasks so that the completion of the task
does not get close supervision of the leadership.
7.6.2 Motivation
Motivation in the task implementation and completion is still lacking by the leadership level. Similarly, at the level
of the employee who sees the completion of the tasks and duties as the fulfillment of the work alone.
7.6.3 Service
Work environment that emphasizes familial give less attention to the consumer. The close relationship in the
members of the company not tied out or on the relevant parties in achieving its targets. This raises a poor attitude in
the fulfillment of customer needs so that is lacking in terms of services.
In adhocracy organizational culture gap, the results of a study of respondents in Bandung LP3I known that
employees are lacking of make a positive contribution in the form of creative ideas and innovation in the
development and implementation of task completion. Deficiencies in these gaps can be classified as follows:
7.6.4 Creative Thinking
Respondents tended to assume the tasks and task completion just a regular job so that respondents are more likely to
carry out duties in accordance with existing operational standards. Respondents were reluctant to conduct
experiments in the implementation and completion of tasks.
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7.6.5 Emotional Control
Lacking of understanding the emotional and spiritual quality in the work environment contribute to the lack of
courage of respondents in expressing their creative ideas to your boss or fellow co-workers to achieve the
implementation and completion of the task well.
7.6.6 Training Model
The training model that is specific to improving market and adhocracy organizational culture can be divided into the
training model as follows:
7.6.6.1 Market Organizational Culture Oriented Training


AMT (Achievement Motivation Training)

Achievement Motivation Training (AMT) is training packaged to motivate the participants to be the one to
"perform." Motivation Training was first introduced by a professor of psychology at Harvard University, Prof. David
McClelland. This training model has been tested against a variety of target participants and place and it worked
encouraging participants to excel in their respective fields of work. Motivation was found to encourage the increase
of competence so that the program model while creating high performance through a combination of increased
motivation and competence.
Achievement Motivation Training (AMT) is a training program for self-development, especially in terms of
improving participant’s achievement motivation. So that was developed by the Achievement Motivation Training
(AMT) is his achievement motivation. Objectives Achievement Motivation Training (AMT) is not to assess the
personality of participants, but to help participants develop the achievement motive. Achievement motive developed
by Achievement Motivation Training (AMT) is an impulse in a person who makes efforts to find satisfaction through
achievement that is achieving.
In the world of work, Achievement Motivation Training (AMT) is designed to assist companies in an effort to
improve the ability of its employees in terms of motivating themselves effectively. Employees who are able to
motivate themselves effectively will greatly affect the daily work life and job satisfaction. With these capabilities,
will be nurtured in employee morale to get achievement and keep trying to reap the best results.


Leadership Training

Business environment development today's requires companies to strive hard in order to survive in the competition.
HR as major capital determines the success or failure of a company. What is needed today is an independent human
resources, have the attitude, commitment, and ability to constantly evolve. Therefore, many former leader providing
instruction and control are no longer appropriate to the demands of the present. To establish the optimal performance
required the HR leader who is able to develop the competence and commitment of subordinates by supporting,
guiding and stimulating motivation of subordinates.


Excellent Public Service Training

Service excellence is a must, any existing work and activities of the company, excellence serving absolutely owned.
Apparently a lot of components in providing excellent service, and it can be learned. The concept of training,
comprehensive materials and a team of trainers who are practitioners would make reliable participants in providing
excellent service.
7.6.6.2 Adhocracy Organizational Culture Oriented Training


Creative Thinking Training

The situation faced by companies today increasingly varied and complex. The variety and complexity of the situation
requires different ways of solving problems. It makes logical-rational thinking skills alone becomes insufficient.
Infrequently certain situations require creative problem solving. Therefore, the skills using techniques creative
problem solving becomes important. By getting used to adjust the thinking patterns that correspond to particular
situations, solving the problem will become more effective. This program invites participants to identify what and
how to solve problems creatively.
Creative thinking is the process of moving new and useful ideas in some sphere, among others: the scope of the arts,
business scope, the domestic sphere, the scope of science, etc. This expertise is a cognitive skill that involves
stimulation of the brain to make new associations and connections in an effort to create an original thought - that's
how creative ideas were made.
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ESQ (Emotional Spiritual Quotient)
ESQ Training is a pioneer training honed with deep spiritual side, along with a person's emotional and intellectual
side. ESQ is a recent innovation that aims to evoke the spiritual dimension of man. ESQ by carefully guiding
principle in building a person's life and character based on emotional and spiritual. ESQ is also an attempt to bridge
the world of business rationality with the spirit of divinity. Complete the success meaning with a deep spiritual value.
Participants Training Methodology will be guided to generate 7 basic values: honesty, responsibility, visionary,
discipline, cooperation, fair, and caring. This value is already ingrained in humans since birth. Through this ESQ
training, participants can be directed to achieve the basic values and help awaken the hidden powers and mobilize all
his potential for life and work more productively.
8. Conclusions and Recommendations
8.1 Conclusions
Based on research analysis that has been described, it can be concluded that:
Training needs analysis results indicate that it is required organizational culture oriented training to improving the
market and adhocracy organizational culture. The gap results shows that gap exist between applied organizational
cultures with expected organizational culture is the market and adhocracy organizational culture. This gap was
agreed by all respondents based on stratified random sampling with interviews and FGD method.
Training needs based on OCAI mapping and training needs analysis results shows that training needs of market
organizational culture is focusing on achievement-oriented training and leadership training. The training needs of
adhocracy organizational culture focused on creative thinking training and emotions control training.
Training model recommendations for market organizational culture-oriented is AMT (achievement motivation
training), Leadership Training, and Excellent public service training.
Training model recommendations for adhocracy organizational culture oriented is creative thinking training and ESQ
(Emotional Spiritual Quotient) training.
8.2 Recommendations
Author suggestions can give based on these results is as follows:
Market and adhocracy organizational culture variable is directly the most dominant factor that influence the
achievement of targets in accordance with the vision and mission of the company. Therefore, leaders should pay
closer attention to his employees. Provide support to constantly improve employees job performance can be done by
providing an evaluation or work per three months, which each time discuss evaluation results employee are given
direction and support to further enhance the market and adhocracy organizational culture oriented.
Adhocracy organizational culture should be further enhanced through the search for new ideas in performing the
tasks that are employees themselves responsibility. In addition employees need to improve themselves or continuous
learning. Recommended that leaders need to support and improve the behavior by adding library books that can be
reviewed by the employee, even take the time to discuss in solving problems or simply broaden its employees
knowledge.
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