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Abstract. The vast majority of the work culture in Indonesia is unproductive
and has many ineffective human resources. Therefore, good management, profes-
sionalism, and productive work culture are needed to achieve the right direction
and goals. However, it is not easy to change a deep-rooted mindset and culture,
and transform it into employees with integrity, productivity, high performance
and strong personalities. This study aims to analyse and identify the resistance
of the work culture in dealing with the issues of professionalism in land admin-
istration services at the Baki District Offices, Sukoharjo Regency. The method
used in this study is qualitative-descriptive with district officers and residents who
use land administration services as the subject. The result of this study shows
that there are complaints and dissatisfaction from the community who use the
administrative services for making land deeds. One of the examples is when the
administrative process results do not meet the defined time limit. In addition, lack
of communication between residents and the officers becomes a hindrance factor
to the administrative process. It is suggested that maintaining good communica-
tion between residents and office staff should be on top of a priority in order to
achieve optimal public services.
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1 Introduction

Land use in Indonesia at the moment includes not only forest areas but 70.2 million ha
of total land consisting of rice fields, dry fields, plantations, grazing fields, timber and
fish ponds. With 11.3 million ha of abandoned land, only 58.9 million ha of effective
agricultural land remain up until now. This reduced rice-field area is caused by land
conversion with an average rate of 1.0–1.5% or 75–90 thousand ha per year, which is
not balanced by the establishment of new rice fields. Moreover, 42% of irrigated rice
fields are threatened with functional shifts as is the case in many regencies and cities all
around Indonesia [1]. As a result of these numerous land conversions, communities need
public services to manage land administration and other land-related affairs. The term
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“public service” refers to an effort carried out by a person or group as well as a certain
organization to provide assistance and convenience to the community to attain certain
goals [2]. In providing and improving services in the land sector, it is regulated in Pasal
14 ayat 1 huruf KUndang-Undang Nomor 12 Tahun 2008 about Regional Governments,
in which mandatory affairs are the authority of regional governments in carrying out a
district or city-scale affairs.

Aside from being a mandatory affair, the quality of public services is a crucial
thing that cannot be compromised. In response to the growth of community needs and
demands for responsive and efficient services, the government is required to be customer-
oriented, which means putting the customer first. As a result, community satisfaction as
a customer is the target of achieving goals by taking into consideration the basic needs
of the community [2]. The part of the organization that plays a key role in achieving
the expected goals is human resources. Human resources can create and enhance the
organization’s competitive value [3].

In doing the work, human resources are influenced by the work culture in the orga-
nization. The work culture itself is a philosophy based on a vision of life as values that
morph into habits, traits and impulsion, firmly entrenched in the life of the community or
organization which then reflected from attitudes into beliefs, behaviours, goals, actions,
and opinions that appear like work [4]. Work culture is a value that one believes in and
becomes a habit in performing thework. This will appear consciously and unconsciously
when working with other people [5].

This work culture will have a significant impact on humans resources performance
itself. If the existed work culture is good, then public services given will be good as well.
Nevertheless, if the work culture is poor, then the public services will be poor as well
and it will harm the people as a customer.

However, the vast majority of the work culture in Indonesia is unproductive and
has many ineffective human resources. Therefore, good management, professionalism,
and productive work culture are needed to achieve the right direction and goals. But,
in reality, it is not easy to change a deep-rooted mindset and culture, and transform it
into employees with integrity, productivity, high performance and strong personalities.
Whereas, citizens have the right to obtain good quality public services from the country.
Furthermore, the citizens also have the right to get the protection of their rights, to have
their voices heard, and to be respected for their preferences. So, citizens have the right
to refuse, evaluate, and prosecute anyone who is politically responsible for the provision
of public services [6].

This study aims to analyse and identify the resistance of the work culture in dealing
with the issues of professionalism in land administration services at the Baki District
Offices, Sukoharjo Regency. Because, basically, the expected work performance in an
organization is influenced by many factors which include motivation, work ethic, work
experience, work culture, work discipline, andwork environmen [7]. This study is impor-
tant to conduct since the community as customers need to be given excellent service;
besides, the problemof professionalismof public services; especially, in this case the land
administration needs to be improved so that the community is not harmed by inadequate
services and in accordance with good work standards.
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2 Methods

The type of research used in this study was qualitative research. It is an investigation
process to understand social problems based on the creation of a complete holistic picture
formed in words, reporting the views of informants in detail, and arranged in a scientific
setting. Meanwhile, the type of approach used in this study was descriptive. Descriptive
research is research that tries to explain the solution to the current problem based on
data.

This sort of descriptive-qualitative research was used to gather information about
the resistance of work culture in dealing with the issues of professionalism in land
administration at the Baki District Office, Sukoharjo Regency.

2.1 Data Collecting

According toBurhanBungin, the data collectionmethod iswhat and how the data needed
is collected so that the final results of the study can present reliable and valid information
[8]. The data collection methods used in this study were as follows:

1. Interview Method
Interview is a way to collect information that is conducted with questions and
answers, carried out orallywith one-sided face-to-face andwith predetermined direc-
tions and goals. In this study, the interview was conducted in-depth and unstructured
to the research subject with the guidelines which have been made. Furthermore, the
interview technique was used to obtain information data regarding the resistance of
work culture in dealing with the issues of professionalism in land administration
services at the Baki District Office, Sukoharjo Regency with the legal subject of
district staff and several population samples who used office services.

2. Documentation method
According to Suharsimi Arikunto, the documentation method is an effort to find
data in the form of notes, books, transcripts, newspapers, magazines, inscriptions,
meeting minutes, agendas and so on [9]. Meanwhile, Hadari Nawawi stated that the
study of documentation is a way of collecting data through written records, mainly
in the form of archives and including books on opinions, and arguments related to
investigation problems [10].

In this study, documentation was obtained from service visitor data and support-
ing information related to the problems studied by the author, either journals, books
or other documents.

2.2 Analytical Analysis

Data analysis is an attempt to systematically search and organize notes, observations,
interviews and others in order to increase the researcher’s understanding regards to the
case, which is studied and presented as findings to others.Meanwhile, in order to increase
understanding, the analysis needs to be continued with efforts to find meaning [11].
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The data analysis techniques used in this study were steps that were conducted
sequentially, those were as follows:

a. Data collection conducted by interview and documentation
b. Reduction of data by summarizing, searching, creating groups with the aim of setting

aside data that has no relationship with the research being conducted
c. Data display is the presentation of data conducted in the form of narrative text
d. Verification and confirmation of conclusions are interpretation activities or activities

to find data that has been presented.

3 Result and Discussions

The resistance of work culture in dealing with the issues of professionalism in land
administration services is a problem that needs to be studied more deeply since the
current work culture still shows something that is not good. Poor work culture will
affect the quality of services that are provided to the community.

The quality of service is basically influenced by several factors which are consid-
ered important by the community in using services. Furthermore, public dissatisfaction
with the lack of clarity of service information is caused by the ability of the officers
in explaining information to the public, which is not in accordance with community
expectations [12]. The effect of service quality on community satisfaction shows that
there are factors of service quality that are reliability, responsiveness, certainty, empathy
and physical evidence either partially or simultaneously have a significant influence on
community satisfaction. Punctuality is one of the important factors for customers. One
of the things that influence public services the most is work culture.

Work culture has long been known by humans, but they have not realized that success
is rooted in the values they have and behaviour, which becomes a habit. These values
come from customs, religion, norms, and norms that become the beliefs of people or
work organizations [10]. According Robbins, practical work culture contains several
definitions of patterns of values, attitudes, behaviour, intentions, and results of work,
including each instrument, work system, technology, and language used [13]. Work
culture is a habit that is conducted repeatedly by employees in an organization, violations
of this habit are not given strict sanctions, but organizational actors have morally agreed
that these are habits that should be obeyed in the context of conducting work in order
to achieve goals. Thus, good habits will have a good impact on public services while
bad habits will have a bad influence, it even will affect professionalism in the provision
of public services which, in this case, is land services According to Amnuhai, in order
to improve good work culture, it will take years to change it. Therefore, it is necessary
to make improvements starting with the attitude and behaviour of the leader followed
by his subordinates (employees). Furthermore, the formation of a work culture begins
with the level of awareness of the appointed official or leader where the magnitude
of the relationship between the leader and his subordinates will determine a separate
way of what is conducted in the work unit or organization. Work culture is a group of
behavioural patterns inherent in all individuals in an organization. Building a culture
means enhancing and maintaining the positive side and accustoming the process to
certain behavioural patterns so that better forms can be created [14].
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The following are the meanings of work culture values, according to Moekjijat [15]:

a. Discipline
Discipline is behaviour that is always based on the norms and regulations which
run inside or outside the company. In addition, discipline is obedience to laws and
regulations, traffic, working time, interaction with partners and so on

b. Openness
Openness is a readiness to give and receive correct information from and to fellow
work partners for the benefit of the company

c. Mutual respect
Mutual respect is behaviour that shows respect for the individual, the duties and
responsibilities of others as co-workers

d. Teamwork
Teamwork is a willingness to accept and contribute to someone and or to partners in
achieving company goals and targets.

From the four indicators above, in this study, the author will make these four
indicators a benchmark for conducting research. The author, in this study, conducted
research at the Baki District Office, Sukoharjo Regency. It is a sub-district in Suko-
harjo Regency, Central Java, consisting of 14 villages that are Bentakan Village,
Bakipandeyan, Duwet, Gedongan, Gentan, Jetis Village, Kadilangu Village, Kudu
Village, Mancasan Village, Menuran Village, Ngerombo Village, Purbayan Village,
Siwal Village and Waru Village. In addition, the location determination is based on
the land area in Sukoharjo Regency which can be shown in Table 1.

Table 1. Area by type of land use

Desa Tanah Sawah Tanah Tegal Pekarangan Hutan Rakyat Lainnya Jumlah

(1) (2) (3) (4) (5) (6) (7)

001 Ngrombo 68 0 44 0 14 126

002 Mancasan 158 0 90 0 28 276

003 Gedongan 81 0 44 0 4 129

004 Jetis 78 0 55 0 8 141

005 Bentakan 92 0 29 0 3 124

006 Kudu 146 0 57 0 16 219

007 Kadilangu 55 0 45 0 11 111

008
Bakipandeyan

68 0 40 0 4 112

009 Menuran 138 0 66 0 30 234

010 Duwet 87 0 29 0 7 123

011 Siwal 104 0 64 0 9 177

012 Waru 73 0 94 0 6 173

(continued)
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Table 1. (continued)

Desa Tanah Sawah Tanah Tegal Pekarangan Hutan Rakyat Lainnya Jumlah

(1) (2) (3) (4) (5) (6) (7)

013 Gentan 17 0 118 0 3 138

014 Purbayan 34 0 79 0 1 114

Jumlah 1199 0 854 0 144 2197

Source: BPS Sukoharjo Regency [16]

From the data above, it shows that the land area in Baki district is very large, where
there is also a lot of land which has changed its function from rice fields to housing or
industry. These administrative need services to be served properly. The benefits of this
land administration, are as follows:

a. Certainty of land rights
b. Certainty of the subject’s rights
c. Certainty of the object of rights
d. Legal certainty

Land administration served at the district office is the process of buying and selling
land, making land certificates and other administration which in this district only pro-
vides administration as an introduction to be submitted to the National Land Agency
of Sukoharjo Regency. Basically, the flow of the land administration service process is
quite simple which can be conducted in several steps, namely as follows:

• Receiving files from applicants
• Examining files from applicants
• Creating sales and purchase documents
• Calling the applicant to be asked for information and to sign the process of transferring
rights for land sale and purchase transactions

• If there are no problems and it is agreed that there will be a transfer of rights, 2
witnesses and the district head as temporary PPAT are needed to sign and affix the
temporary PPAT stamp.

• Sorting out duplicate BPN files, applicant 1 and 1 file which is used for archive
• Providing files to the applicant to register with theNational LandAgency of Sukoharjo
Regency

• Saving documents for archives.

From the workflowwhich is basically simple, the author conducted interviews on the
staff of the Baki district in providing land administration services in Baki District, Suko-
harjo Regency in providing performance appraisals. In this case, the author conducted
a cross-assessment in which other employees who were not land service providers gave
an assessment of the land service providers in the Baki district, the results of which are
shown in Table 2.
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Table 2. Work culture of the Baki District Office, Sukoharjo regency in providing land services

Rating Indicator

Discipline Openness Mutual Respect Teamwork

Good

Sufficient ✓

Deficient ✓ ✓ ✓

Source: author’s personal interview

From the data above, it can be seen that the level of discipline in land services in
Sukoharjo Regency is still not good, as well as the level of openness and cooperation.
For indicators of mutual respect, it is considered sufficient by other employees who are
not land servants in the Baki district, Sukoharjo Regency.

Regarding the results of the data above, the author has conducted interviews with
the head of Baki district, Roni Wicaksono, who in this case provides a statement that
if the assessment or existing data is an interpretation of the services provided, basically
there are still many things which still need to be enhanced in order to improve services
to the community; especially, for land services. Moreover, old cultures from previous
generations are still rooted in the governance system of the public services provided.
For example, a discipline where there are still many employees who come too late even
sometimes people who need service have to find out where they are; besides, regarding
to openness sometimes the employees are still afraid to be honest with the community so
they just want to quickly serve and promise something for example quickly finished but
in reality, it still takes a long time to complete the administration. In addition, seniority
cooperation is still present inservice delivery, new employees are diligent in working
while old employees aremore relaxed. However, mutual respect is still quite good among
public servants rarely conflicts or problems that cause disruption of the public services
provided.

Furthermore, according to Roni Wicaksono, this is basically a task that needs to be
improved together since changing the work culture is something that is very difficult
and takes a long time. He said that they will continue to strive to provide excellent, fast
and efficient service so that people do not have to wait long to get service and they are
satisfied with the services that have been provided.

According to the author, the work culture in Baki district, Sukoharjo Regency is still
not good and this is justified by the head of Baki district, Mr Roni Wicaksono. Thus,
the next step is to obtain data on the relationship between two variables that are work
culture and professionalism. In order to provide public services to customers or to the
community, the author will conduct interviews with 10 people who are users of land
administration services in Baki District.

Before providing the data, it is necessary to first know what professionalism is.
According toDeGeorge, professionalism is a personwhohas a full-time jobor profession
and lives from that work by relying on a high skill or it can be said that a professional
is a person who lives by practising a certain skill or by being seen in a certain activity
according to his expertise. Meanwhile, other people do the same thing as a hobby, for fun
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Table 3. The professionalism of Land Administration Services in Baki District, Sukoharjo
Regency

Indicator Rating

Good Sufficient Deficient

Ability ✓

Quality ✓

Facilities and Infrasrtucture ✓

Human of Resources ✓

Information Technology ✓

Reliability ✓

Source: author’s personal interview

or to fill space. Therefore, from the statement above, it can be seen that professionalism
is a character that is embodied in behaviour, a goal in conducting a profession that will
provide the best results in conducting their work [17].

To assess professionalism, according to the theory of professionalism presented by
Sondang Siagian, there are six indicators that can measure work professionalism that are
ability, quality of facilities and infrastructure, number of human resources, information
technology and reliability [18]. Therefore, the authors will use these six indicators as
benchmarks in this study. The results of which can be identified in Table 3.

Indicators there are 3 indicators which are not good that are quality, information
technology and reliability in providing services.Meanwhile, a good assessment category
is in facilities and infrastructure, and for an adequate assessment, a category is the
ability assessment. Thus, it can be seen that the average professional assessment of land
administration services in Baki District, Sukoharjo Regency is still not good.

Related to the data above, the author has conducted interviews with several users
of land services in the Waru district, namely on behalf of Eko Nugroho. he conveyed
that the services provided were still very long and convoluted; besides, the information
provided was still unclear so that as a user of the service had to go back and forth several
times due to unclear information provided. Despite a large number of employees, the
services given take a quite long time to complete. Employees seem to be more relaxed
than working. It happened due to the fact that there is only one counter dedicated to land
services, which has two staff. In theory, with such a large workforce, this service lag
should be effortlessly solved by adding a new counter. This, however, is not possible
since the land service requires specialized skills, which not all employees have. In fact,
people can check the status of the administrative service process online using a receipt
issued by the Sukoharjo Regency Land Agency, the evidence after it is released will be
given to the Baki district staff in the LandAdministration Service section to be submitted
to the public. However, In fact, the evidence of the receipt has never been submitted to
the community directly so they often ask about the extent of the land administration
process. In addition, the administrative process is not appropriate where there has been
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a specified time limit but the land certificate has not yet been created; besides, there is a
change in the schedule so that it is not informed to us as users of the service [19].

From the information above, there are many complaints from the community related
to the services provided, where these complaints make the level of professionalism of
land services inBakiDistrict, SukoharjoRegency still not good. Since basically, the char-
acteristics of a good professional are the perfection of results, sincerity and precision in
work, diligence and fortitude, high integrity and unanimity of mind and action. Profes-
sionalismmeans different things to different people. Moreover, professionalism needs to
improve from being conceptualized as an innate character trait or virtue to sophisticated
competencies which can and should be taught and perfected through lifelong practice.
Furthermore, professional behaviour is strongly influenced by the organizational context
and environment of contemporary medical practice, and these external forces need to be
used to support professionalism in practice [20].

Therefore, in this study, it can be seen that the work culture needs to be improved
for the work culture in Baki District, Sukoharjo Regency, according to Reni Rosari,
cultural change can be initiated by the leader, in this case, the district head, to instil and
strengthen several aspects of culture through a mechanism as follows [21]:

a. Focus attention
Related to the focus of attention, the managers who in this study are the head of
district can communicate various values, priorities and concerns to several choices
regardingwhat to criticize, appreciate value, ask and support. Furthermore, according
to the author, in this case, the role of the leader is very important in supervising and
providing direction to his subordinates (employees) because with the existence of
leader which is critical, caring and nurturing so that his subordinates (employees)
will perform well. In addition, the leader should make a good control system, which
when the boss (leader) is not in the office, the performance of his subordinates
(employees) remains the same as when he was there. This system is needed since so
far the service tends to be relaxed when the leader is not around.

The provision of input directions and examples should always be emphasized in
every service improvement provided. Leaders can provide assessment indicators for
each employee so that their performance can always be monitored properly.

b. Reaction to crisis
Leaders (bosses) when facing a cultural crisis, significant actions can be taken to
inculcate cultural values, due to the emotional state involved in increasing the learn-
ing potential of various assumptions and values. These leaders are very important to
instil the values of a work culture that has high professionalism since the leader is an
example and a guide for their subordinates to start changing unprofessional cultures.

c. Role modelling
Leaders can communicate some values through their own activities; especially,
actions that show self-sacrifice, loyalty, service beyond their duties. Therefore, the
values which are offered to their subordinates (employees) become knowledge and
can be practised in creating a professional work culture.

d. Reward allocation
Leaders in conducting their duties and giving appreciation to their subordinates
(employees) can allocate rewards; such as promotions or awards to employees who
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conduct work professionally. Thus, employees will try to provide the best possible
service so that their careers can be promoted or get an award for the work which
has been conducted. It will be a stimulus to change a healthy competitive culture
among employees in which this competition is in a positive direction to provide a
very professional service.

e. Selection criteria
The superior’s commitment to executing recruitment and selection activities in accor-
dance with established procedures and criteria will communicate the leader’s values.
This selection is very important in order to obtain employees who have a high level
of integrity towards their work. With the selection of employees in accordance with
good standards, these employees can become agents of change to change the culture
which has been rooted in the organization which in this case is the Baki district,
Sukoharjo district.

From the description above, it can be seen that the role of leadership in conducting
tasks and running the organization is very important. In addition, leaders are examples,
determiners of direction and agents of change. Therefore, the role of the head of the
district to change the work culture to become professional is very necessary. Hence,
changing the work culture can be stated to be influenced by several things, namely as
follows [22]:

a. Cultural change should start from the topmost hierarchy that is in this study is the
head of the district. A positive role model will determine the success of the change
process conducted.

b. Reward and punishment system, in order to accelerate thework culture of employees,
a reward system should be provided to encourage the acceptance and implementation
of the new values which have been instilled.

c. Implementation of socialization, socialization is needed to instil new values.
Socialization needs to be conducted continuously to erode the current cultural
climate.

d. Unity of allmembers.All employees in the organization canbemobilized to influence
cultural change. It can be conducted by using employee participation and creating
a climate for mutual trust, cooperation, openness and discipline in conducting their
work.

e. Promotion and demotion, thismechanismneeds to be implemented for job rotation. It
is used to weaken sub-cultures. Promotion and selection of employees have personal
characteristics in accordance with the new cultural values.

f. The formalization of new cultural values. Replacement of various norms which have
not been written so far by being replaced with formal rules or regulations which are
conducted in an orderly and well-supervised manner.
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The steps for changing culture according to Uyung Sulaksana have three stages that
were as follows [23]:

a. Defrost
This level is an action that is conducted to weaken the work culture which shapes
current behaviour. The actions which can be conducted at this stage are team forma-
tion, preparation of a work program accompanied by the concept of change, problem
analysis and selection of alternative corrective actions. This activity is conducted so
that all relevant parties feel sure that a change is needed.

b. Displacement
This stage is an effort to follow up on the results of the defrost step. Activities
conducted include the delivery of new concepts and the reasons for the impor-
tance of changes. This activity has the aim of ensuring that those involved in its
implementation do not return to the old culture.

c. Stabilization or freezing
This stage is an effort to establish stability within the organization with the newwork
culture and maintained the old work culture. The actions which can be implemented
are the process of socializing a new work culture, creating new values or norms,
monitoring changes and efforts to make changes and managing change through
training. This action has a target which is the use of support mechanisms that can
strengthen the new way of working.

From the description above, according to the author, the steps to change culture can
simply be conducted with several points that are as follows:

• Diagnosing the weaknesses of the current work culture
• Establishing a new strategy
• Establishing new norms and values in accordance with the vision, mission and goals
of the organization or institution

• Identifying the expected cultural gaps, or identifying the extent to which the vision,
mission and goals of the organization or institution

• Seeking solutions when there is a cultural gap
• Monitoring changes and efforts to change to new changes
• Setting the pace of change through training
• Monitoring the process of changing organizational culture.
• Using support mechanisms that can reinforce the new work culture.

Thus, from this study, it can be concluded that work culture is a set of behavioural
patternswhich are inherent in each individual in an organization as awhole. Furthermore,
building a culture means maintaining and increasing the positive sides and trying to get
used to certain behaviour patterns so that better work culture is formed. Thus, if the
culture in Baki district, Sukoharjo Regency is not good, it will be difficult to improve
the professionalism and work performance of employees in Baki district.

Community satisfaction is strongly influenced by how the officers or officers act
in providing services. Therefore, the service apparatus for land administration should
pay attention to the dimensions that are timeliness of service, the accuracy of service,
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politeness and friendliness of service, responsibility, completeness related to the scope
of service. And availability of facilities, ease of obtaining services, variety of service
models, personal service, comfort, and other supporting attributes to create satisfaction
for customers and create a new professional work culture.

Since public service is something that is easiest to judge by someone, public services
are services that are directly related to the community or customers. Therefore, if an
unprofessional work culture is still maintained, the image of the public bureaucracy in
the eyes of the community will continue to be bad. Thus, a fundamental improvement is
necessary in order to create a new work culture which is more professional, in this study
is the work culture in land administration services.

4 Conclusions

Based on the results of the discussion as described above, it can be seen that the work
culture in the Baki district, Sukoharjo Regency in providing services to land adminis-
tration is still not good, which is assessed from the aspect of discipline, cooperation,
openness and mutual respec. With this unfavorable work culture, it has an influence on
the professional level of land public services, which from assessments with indicators
of capability, quality of facilities and infrastructure, number of human resources, infor-
mation technology and reliability are still not good. Thus, this study shows complaints
and dissatisfaction from people who use administrative services for making land deeds.
Furthermore, one example is that when the results for the administrative process do not
match the specified time limit. In addition, the lack of communication between resi-
dents and office employees is a factor which interferes with the administrative process.
It is suggested that maintaining good communication between residents and office staff
should be on top of a priority for optimal public services. The leader provides an example
of a good work culture, rewards and punishments, good employee recruitment and the
socialization of a new work culture.

References

1. Hidayat, A. (2009). Sumber daya lahan Indonesia: Potensi, Permasalahan dan startegi
Pemanfaatan. Jurnal Sumberdaya Lahan, 03(02), 108.

2. Thoha, M. (2012). Kepemimpinan dalam Manajemen. PT Radja Grafindo.
3. Amri rizqina dkk, Z. (2017). Pengaruh Budaya kerja, kemampuan dan komitmen kerja ter-

hadap kepuasan kerja pegawai serta dampaknya terhadap kinerja badan pengusahaan kawasan
perdagangan bebas dan pelabuhan bebas sabang (BPKS). Jurnal Magister Manajemen
Fakultas Ekonomi dan Bisnis Unsyiah, 1(1), 60.

4. Nugroho, D. A. (2013). Pengaruh Kedisiplinan Lingkungan kerja dan budaya kerja terhadap
kinerja tenaga pengajar. Jurnal Economia, 9(2), 195.

5. Frinaldi, A. (2017). The influence of driver work culture and service quality on citizen sat-
isfaction with mass transportation. Advance in Social Science, Education and Humanities
Reserach, 84, 450–453. https://doi.org/10.2991/iconeg-16.2017.101

6. Kurniawan, R. C. (2016). Inovasi Kualitasi Pelayanan Publik Pemerintah Daerah. Jurnal Fiat
Justisia Journal of law, 10(3), 570.

https://doi.org/10.2991/iconeg-16.2017.101


402 D. P. Adikumoro et al.

7. Indrawan, M. I. (2020). Pengaruh Etika Kerja, Pengalaman Kerja dan budaya kerja terhadap
prestasi kerja pegawai kecamatan binjau selatan. Jurnal Abdi Ilmu, 10(2), 1851.

8. Bungin, B. (2003). Analisi data penelitian kualitatif. Pemahaman filosofis dan metodologis
ke arah penguasaan model aplikasi. PT Radja Grafindo.

9. Arikunto, S. (2002). Metode Penelitian. PT. Dunia Java.
10. Nawawi, H. (2003). Manajemen sumber daya manusia (5th ed.). Gadjah Mada University

Press.
11. Rijali, A. (2018). Analisis Data Kualitatif. Jurnal Alhadharah, 17(33), 84.
12. HermawanDkk,W. (2016). AnalisisKepuasanmasyarakat terhadap kualitas pelayanan dalam

pendaftaran tanah pertama kali pada kantor pertanahan kabupaten bogor. Jurnal Ilmu Kel &
Kons, 1(1), 65–75.

13. Anton, A. (2020). Relationship the work culture and training programs within performance.
International Journal of Progressive Sciences and Technologies (IJPSAT), 20(1), 92–101.
http://ijpsat.ijsht-journals.org

14. Amnuhai, S. (2003). Manajemen Sumber daya Manusia. Bumi Aksara.
15. Aqli, Z., Ujianto, & Syafi’I, A. (2019). Public employees’ risk aversion and organizational

citizenship behavior: The effects of ethical leadership, work culture and public service moti-
vation. Public Administration Issues, 2019(6). https://doi.org/10.17323/1999-5431-2019-0-
6-7-22

16. Isbani, A. (2021).Kecamatan Baki Dalam Angka 2021. BPSKabupaten Sukoharjo. Retrieved
March 21, 2022, from https://sukoharjokab.bps.go.id/publication/download.html?nrbvfeve=
MWI3MjNjNjcxY2UyZTk5N2UyZjk4YWEy&xzmn=aHR0cHM6Ly9zdWtvaGFyam9r
YWIuYnBzLmdvLmlkL3B1YmxpY2F0aW9uLzIwMjEvMDkvMjQvMWI3MjNjNjcx
Y2UyZTk5N2UyZjk4YWEyL2tlY2FtYXRhbi1iYWtpLWRhbGFtLWFuZ2thLTIwMjE
uaHRtbA%3D%3D&twoadfnoarfeauf=MjAyMi0wMy0yMSAxOToyMzowMQ%3D%3D

17. Suwinardi. (2017). Profesionalisme Dalam bekerja. Jurnal Orbit, 13(2), 81.
18. Siagian, S. (2000). Adminsitrasi pembangunan. Bumi Aksara.
19. Dwijatmiko, H., Rifai, A. R., Kariadi Semarang, R., Sutomo No, J. D., Selatan, S., &

Semarang, K. (2019). The effect of soft skills, work culture, and service quality in the satis-
faction level of the students of anesthesia specialist study program of Diponegoro University,
Semarang Article Info. The Journal of Educational Development JED, 7(1), 69–77. http://
journal.unnes.ac.id/sju/index.php/jed

20. Lesser, C. S., Lucey, C. R., Egener, B., Braddock, C. H., Linas, S. L., & Levinson, W. (2010).
A behavioral and systems view of professionalism. JAMA - Journal of the American Medical
Association, 304(24), 2732–2737. https://doi.org/10.1001/jama.2010.1864

21. Erhamwilda. (2005). Mengubah budaya kerja sebagai upaya meningkatkan kualitas bangsa.
Jurnal Mimbar, xxvi(4), 587.

22. Mandala, I. G. N. A. K., & Astika, I. B. P. (2019). Effect of work environment, quality of
system and work culture on satisfaction of accounting information system user. International
Research Journal of Management, IT and Social Sciences, 6(4), 37–43. https://doi.org/10.
21744/irjmis.v6n4.633

23. Sulaksana, U. (2004). Manejemen Perubahan. Pustaka Pelajar.

http://ijpsat.ijsht-journals.org
https://doi.org/10.17323/1999-5431-2019-0-6-7-22
https://sukoharjokab.bps.go.id/publication/download.html?nrbvfeve=MWI3MjNjNjcxY2UyZTk5N2UyZjk4YWEy&amp;xzmn=aHR0cHM6Ly9zdWtvaGFyam9rYWIuYnBzLmdvLmlkL3B1YmxpY2F0aW9uLzIwMjEvMDkvMjQvMWI3MjNjNjcxY2UyZTk5N2UyZjk4YWEyL2tlY2FtYXRhbi1iYWtpLWRhbGFtLWFuZ2thLTIwMjEuaHRtbA%3D%3D&amp;twoadfnoarfeauf=MjAyMi0wMy0yMSAxOToyMzowMQ%3D%3D
http://journal.unnes.ac.id/sju/index.php/jed
https://doi.org/10.1001/jama.2010.1864
https://doi.org/10.21744/irjmis.v6n4.633


Resistance of Work Culture to the Issue of Professionalism 403

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the source,
provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter’s Creative
Commons license, unless indicated otherwise in a credit line to the material. If material is not
included in the chapter’s Creative Commons license and your intended use is not permitted by
statutory regulation or exceeds the permitted use, you will need to obtain permission directly from
the copyright holder.

http://creativecommons.org/licenses/by-nc/4.0/

	Resistance of Work Culture to the Issue of Professionalism in Land Administration Services
	1 Introduction
	2 Methods
	2.1 Data Collecting
	2.2 Analytical Analysis

	3 Result and Discussions
	4 Conclusions
	References




