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Abstract

As a company that has been established since 1963, PT ARV management is cwakinty efforts to
change and develop in order to maintain its existence amid increasingly @ilmbal competition and to
remain superior in its business fie/hen an organization wants to make a transformation or change to
improve its performance, the organization first needs to assessarient performance. This study aims to
help PT ARV obtain an overview of the current condition of thganization and to design appropriate
interventions based on the results of the organizatidiagnosis. Using the Six Box Model as the method of
diagnosing the organization, this research was carried out by comti@ngualitative and quantitative
methods in its research design, also known as the mix-method .des#gtdition to interviews, observation,
and documentation, this study also used a questionnaire adapted hieor@rganizational Diagnosis
Questionnaire (ODQ) developed by Preziosaakata collection method, while for data analysis techniques
using descriptive analysis. The result of the study diagnosed that PT AR\prbams in structure,
relationship, reward, and helpful mechanism whereas the rest of thagiims indicated no probleim the
organization. The relationship between work units is known as the siiomethat is most considered not
effective by respondents. Therefore, the intervention design proisdetérgroup team building training to
improve the quality of relations between work units. Improved relatietseen work units are expected to
improve the qualityof social system that balance the technical system in the input-outpubtraasbn
process in PT ARV.
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1. Introduction

The Indonesian economy which adheres to an open economic system igithbasis for the
occurrence of many economic cooperation relations between countries oatrladthe government, one
of which is currently underway, namely the AFTA free trade pdlKSEAN Free Trade Area). One of the
main economic activities in the free trade is exports and importsthenanain factor affecting the
performance of export imports is adequate logistical support and exqgeriemanaging export-import
licensing documents.

The existence of the AFTA which for some business sectors 8desad to have a less favorable
impact, the logistics sector actually has a very positive impact. This isdgett@imore active free trade
and export import activities are carried out, the higher the need for logistpgabrs. This is what then
makes many emerging logistics companies that enliven competitidnsirsdctor, both from local and
from other countries.

A recent poll conducted by Supply Chain Indonesia on the optimfstheolndonesian logistics
sector in 2016 - 2017 shows that as many as 59.1% of resporaidrtsesdevelopment of the Indonesian
logistics business in 2016 was better than in 2015 (Setijadi, 201#ct, 79.2% of respondents expect
the development of the Indonesian logistics business in 2018kettee than in 2017. This poll can be an
illustration of optimism in the logistics business, so it is not riiry that more and more local and
foreign investors are interested in investing. in the logistics sedtarh has further increased competition
among logistics companies.

At this level, to be able to survive and ensure success, organizatisisbe flexible and able to
adapt to change in a short time, as Brown & Harvey (2006) stated thateinto survive, organizations
must have the flexibility and ability for rapid transformation. This veadized by PT ARV, which is one
of the privately owned export-import logistics companies engagedparteinport services at Tanjung
Priok Port. As a company that has been established since 1963, PT &Rigement is currently making
efforts to change and develop in order to maintain its existenceimengdsingly fierce global competition
and to remain superior in its business field.

When an organization wants to make a transformation or change tovamnisoperformance, the
organization first needs to assess its current performance. Knowingptid@ion of the organization
before establishing changes or developments to improve organizational pexderia an important first
step in ensuring that changes or developments are carried out on targée lerspective of
organizational development and change, organizational assessment is important vidh dan
organizational diagnosis approach.

Organizational diagnosis is a way to examine and determine the gap bethsgeimappened (what
is) and what should happen (what ought to be) in an organization (Wkisti®#8). Organizational
diagnosis has two important objectives, first is evaluating organizatfailate and the second is
evaluating the health of an organization (Lowman, 2005). Diagnosig@miaational development is not
only oriented to finding and solving problems found (probleianted), but also development orientation
(development oriented), where this is done to assess the current fundtienoofianization to find areas
for future development (Cummings & Worley, 2009).

The importance of organizational diagnosis includes (1) as a basis fotusitubehavioral or
technical interventions to improve organizational performance, (2) helpingizagans increase their
capacity to assess and change patterns of inefficient behavior, @stamdling how the organization
currently functions, and provide information needed to design changevantions, (4) provide a
systematic understanding of the organization so that appropriate intervesgiom® developed to solve
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problems and improve organizational effectiveness (Brown & HaB@g86; Cummings & Worley, 2009).

Making a diagnosis of an organization requires a precise and measuralde ,nmamely with an
organizational diagnostic model. The diagnostic model is used as a conceptealdrirthat people use
to understand the organization. The organizational diagnostic model used tosdid@jh ARV is the Six
Box Model from Weisbord (Weisbord, 1978). Areas to be diagnos#te Six-Box Model are Purposes
Structures, Relationships, Rewards, Leaderships, and Helpful Mechanisms ofj/eis®78). Six box
models adhere to the theory of open systems, where the envionmerihfalences organizational
effectiveness (Weisbord, 1976), therefore, the environment is alsoreoséabfactor to see its suitability
with the organization.

1. Purposes

What business are we; ‘\

3. Relationships 2. Structure

How do we manage conflict How do we devide up
among people? With 5. Leadership the work?

technologies? / Does someone keep /

the boxes in

balance? /

6. Helpful Mechanisms 4. Rewards
Have we adequate Do all needed tasks have

coordinating technologies/? incentives? /

ENVIRONMENT

Fig 1. Six Box ModelWeisbord,1978).

Six Box Model has been used to diagnose various types of organizatiprasviaus studies and
show different results, as shown in several research results, namglgrgdnizational diagnosis
conducted in the banking industry in Pakistan and Serbia which showswlaaitls is an ineffective aspect
in banking organizations in both countries, while leadership, relationspipgposes, and helpful
mechanisms are effective aspe(@sleem & Ghani , 2013; Konti¢, 2012) (2) organizational diagnoses
carried out at university institutions in Palembang and in Isfabatih of which show that purposes and
structure are aspects that have been effective, while rewards and leadersigpects that have not been
effective (Hardiyansyah, 2010; Hamid, et al. 2011) (3) organizationaha@#gyconducted in the tourism
industry sector in Zanzibar which shows that purposes and rem@@spects that have not been effective
(Raja, 2011), (4) organizational diagnoses carried out at institutiotiseoDirectorate of Taxation in
Albania and Kosovo which show that purposes, relationships,leattership have effective in both
institutions (Kume & Leskaj, 2015).
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In contrast to some of the previous studies described above, in this sgadhyzational diagnosis
was carried out on private companies engaged in export and impistickagThe purpose of this study
was to obtain an overview of the conditions and problems that exist ®WRRTand to design effective
interventions for PT ARV tailored to the problems identified from theltesf organizational diagnosis.

2. Methodology

This research is a case study with the research subject being PT ARMs€&hech design used is a
combination of quantitative and qualitative (Mix-Method) (Creswell, 20D3ja analysis uses descriptive
analysis, where data obtained quantitatively and qualitatively will be collected aalgzexh
simultaneously for the results to be compared and interpreted to p@wiergent Parallel Design.

Data collection tools used for quantitative methods using questionnaires, whilaidiiatiye
methods use interviews, observation, and documentation. The quastonsed was the Organizational
Diagnosis Questionnaire that was adapted from Preziosi's ODQ (OrganizationabisaQuestionnaire)
(Idris et al, 2014; Kume & Leskaj, 2015; Lok & Crawford, 200Dhe organizational diagnosis aspects
revealed in ODQ are purposes, structures, relationships, rewards, lgadanshhelpful mechanisms.
Preziosi then added one additional aspect, namely attitude toward chaigedditional aspect was
measured because Preziosi argues that in an effort to plan planneéscirartbe organization, it is
important to know how capable the organization is to change (LGkasford, 2000). The Organizational
Diagnosis Questionnaire was distributed to 85 Respondents who were all empdye€ ARV with
characteristics including gender, employee status, recent education, Ipesitmi, age, years of service,
and from various departments. The Organizational Diagnosis Questionnaiilgscoh85 item questions
that have 7 answer choices.

The results of the Pearson product moment correlation test with the intersteocy validity
technique for the Organizational Diagnosis Questionnaire adapted from ODQ sthav8d items were
valid, while 1 was a fall. The items that fall are found in aspects of theorelhip, so that the total
number of items used amounts to 34 items. The corrected itencdotalation moves from the total item-
correlation coefficient from 0.317 to 0.855 and the Cronbach's Alphdicieef of the instrument is
0.961.

In collecting qualitative data with interviews conducted with two types of iet@s; namely
structured (using interview guidelines) and unstructured. Structutedviews are conducted with 3
employees selected based on their tenure, position, and department. Theobhasékifig interview
guidelines is explained in Table 1:

Tablel. Interview Guidelines

No  Aspects I ndicator
Goal clarity

1. Pupose Goal agreement
Relevancy

2. Structure :
Consistency

Between people

3. Relationship Between units doing different tas
Between people and technology
4, Reward Formal

Employee perception
Leadership style
Leadership effectiveness

5. Leadership
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Formal

Support

Organization- environment fit
Individual— organization fit

6. Helpful Mechanism

7. Environment Attitude toward change

Whereas in unstructured interviews researcher do not use interuvideliges such as structured
interviews, and there is no selection of resource persons specificatlgrp out this unstructured
interview because this interview is conducted in the setting of participaat\vation where the interview
is conducted situationally when a phenomenon arises.

In this unstructured interview data was obtained from 6 employeesunintation collected as
supporting data are organizational profiles, organizational structure, publicdtioompany vision &
mission statements, SOPs regarding awards and punishments, minutestofgs, and information
systems that are used as daily work tools.

3. Finding and Discussion
3.1 Quantitative Analysis
Quantitative data generated from the Organizational Diagnosis Questionnaire will calculate the
average value both in its entirety and per aspect. The principle used imthas®DQ, where the middle
value is 4, with the interpretation getting closer to the value 1 indicating tteeaffective the aspect, and
getting closer to the value 7 indicates the more ineffective the aspect. Thalirdege in each category
is 0.86. The categorization of mean scores is explained in Table 2:

Table 2 Category and norm of mean score of ODQ

No Category Norm
1 Very Effective M < 2,52
2 Effective 2,53<M<3,39
3  Effective Enough 4<M<4,86
4 Less Effective 487<M<5.72
5 Ineffective M>5.73

Overall, the mean scale of Organizational Diagnosis in PT ARV is 2.42sHiigs that in general
all aspects measured in PT ARV using the Six Box Model have showreffergive conditions. The
mean for each aspect and its categories is explained in Table 3:

Table 3 Mean score and category of every aspe@D

No Aspects Mean Category

1  Purposes 2,26 Very Effective
2  Structues 2,41  Very Effective
3 Relationships 2,25  Very Effective
4  Rewards 2,80  Effective

5 Leaderships 2,44  Very Effective
6  Helpful Mechanism 2,54  Effective

7  Environmnet/ Attitude Toward Change 2,21  Very Effective
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No Aspects Mean Category
Sum total 2,42 Very Effective

Based on the table 3, it can be seen that in each aspect measured does notipdadatan. This
can be seen from the mean value of the mean empirical of all aspects belowdpoint of 4, which
varies between 2.21 to 2.80. In other words, all aspects of organaatiagnosis as measured by PT
ARV have been effective. Environmental aspects / attitudes toward chetrtpe dpest average value, then
followed by successive aspects of purposes, relationships, struéadesship, helpful mechanismsdan
rewards.

Judging from the demographic of the respondents, the average OWit3 feseach aspect also did
not have a significant differences, where the average was in the effectivergaBagsed on gender (male,
female) the average score of all aspects moves from 2.28 to 2.76. Basmedptmyee status (non
permanentpermanent, outsourcing) the average score of all aspects moves flomo 2.61. Based on
the latest education (High School, Diploma, Bachelor) the average score of all aspeasisfrom 2.30 to
2.80. Based on the position level (Staff, Coordinator, Section Headyehmga score of all aspects moves
from 1.70 to 2.46. Based on age (20 to above 50 yearayéiage score of all aspects moves from 2.16 to
2.41. Based on the working period (<1 year to >7 years) the averageds all aspects moves from 2.0
to 3.12. Based on the department (6 departments), all aspects moved8oim 2.80.

3.2 Qualitative Analysis

Data obtained from interviews and observations, indicate an indicationtém®in several aspects
that are measured, including aspects of structure, relationships, reammddselpful mechanisms. On the
structural aspect, it is known that even though the organizational strabtady exists, its application in
the field still has some inconsistencies. Based on documentation in the HR dapatheerganizational
structure experienced significant changes and was only socialized at tloé 206, acknowledged by
HR department that there were still several office holders carrying ottidoa not in accordance with the
structure. In the aspect of relationship management, there are indicdtimoblems in the relationships
between work units and the relationship between individuals ané teahnology. Problems with
relations between work units were conveyed by almost all informants,ughhiihe problems that arose
did not cause serious conflicts between departments. Problemsiskaararin the scope of coordination
and the speed of response at the request of other departments. Whepzabléme of the relationship
between individuals and work technology is within the scopaest technological adaptation to older
employees and heavy equipment operators. On the aspectrefvidrel, although the informant said that
materially therewards given by PT ARV were satisfying and quite motivating, yetmaterial awards
were still not satisfactory. Non-material awards here are in the form pfogee self-development
opportunities through training which are considered to be lacking. Bas#lte documentation obtained
from HR department, it was found that the number of trainingechaut in 2017 was only three trainings,
indicating that the amount of training for PT ARV employees was #till wminimal. In the aspect of the
mechanism that helps, there are problems with the inconsistency @ppheation of some SOPs in the
field, the lack of operational vehicle for employees and the lack of humsmurces in several
departments, so the existing mechanism still feels less helpful fdogees.

In addition to these four aspects, other aspects, namely purposes, higaderwards, and
environment / attitudes toward change are in line with the ODQ results whidt thalitate the existence
of problems. In the aspect of purposes, all informants said thabthpany's vision and mission are clear
and understandable. In addition, members of the organization also agréeriavganization's vision and
mission as a common goal. In the observation there were also a numtegiafpromoting the vision and
mission and company values such as standing banner$Faithy Inspiration Activitie$ to instill
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understanding with employees. In the aspect of leadership, it canrbéhae¢he charismatic leadership
style currently used is appropriate and effective in making the compareve its goals. The current
leadership is considered capable of directing all members of the organizataohiewe maximum
performance, looking far ahead for organizational development, and dlgimgo see new opportunities.
The success of PT ARV's leadership which is known from the resutiissefvations includes making a
breakthrough in the development of racking system technologshenopening of a new warehouse, both
of which were carried out in just 2 years. In the environmental aspettitudes towards change, all
informants said that the organization has good conformity with its envirdhaewell as the members of
the organization also have conformity with the organization botkeiims of initiative, motivation,
activity, and work behavior. The existence of PT ARV, whiclhis only private warehouse and depo
container operating within the Tanjung Priok port area, is a testamia ¢wod relationship between the
company and the port authority. In fact, PT ARV also received aWwand Customs and Excise (Bea
Cukai) in 2017 as the best warehouse and depo container.

Based on the results of the study using quantitative analysis, it can dadeshthat overall the
measured aspects are effective. This can be seen from the overall 00 afs a whole is 2.42 where
this indicates that aspects of purposes, structure, relationshipsdseveadership, helpful mechanisms,
and the environment / attitude towards changes in PT ARV are effective. Elpweaged on qualitative
analysis shows that not all aspects measured in organizational diagne3isARV are effective. There
are several aspects that indicate indications of problems, including struetatnships, rewards, and
helpful mechanisms. While the other three aspects namely purposes, Hgadansl environment /
attitudes toward change show results that are in line with ODQ which is effectiv

The results of the quantitative analysis on the purpose aspect showedrage score of ODQ of
2.26 (very effective category). This is in line with the qualitatinalygsis on the aspects of the objectives
that show that PT ARV has set the company's objectives in the organizasmrisand mission statement
clearly and successfully provides understanding to all employees #imuirganization's purposes
Dunphy (Robertson, 2002) has mentioned that one of the charactesistioseffective organization is
clarity on organizational goals. Comprehensive understanding gainizational goals will direct the
behavior of organizational members to achieve organizational goals. Objectives thatbavedarly
formulated will make it easier to become a guideline in determining the direaftitre organization,
choosing the form of the organization, forming the organizationadtsite, determining the type of work
to be carried out, determine the person who will lead and so on.desrgimat are clearly and known and
are believed by every member of the organization from the leader to thetoexkave succeeded in
delivering the PT ARV organization to achieve its objectives, which can be fem@nthe various
achievements and awards achieved in the past two years.

The leadership aspects of PT ARV also show results that are in line based on quaatitativ
gualitative analysis. The mean score on ODQ for leadership aspects w@gepyddffective category). It
was also known from all informants who said that the leadership atylently being carried out by the
leader of PT ARV was appropriate for the company. PT ARV has undergdaentpssive changes in the
past two years. This happened because PT ARV had to struggle wigieté@m and political and
economic conditions that threatened the existence of the company. Tleadep of PT ARV was then
taken over by one of its sister company leaders. The leadership stylsathatpplied was considered
successful in making the company go through a period of crisipraddice a lot of progress. Employees
also positively assess leadership practices currently applied. The current lecalesidered to have a
very clear vision so as to be able to make employees know the dirantiopurpose to be addressed.
Leaders also move very quickly and make many better changes. The leadéegclear direction on
what must be done to achieve the company's target, so that employees hatotw do and what not to
do. Employees also show enthusiasm and try to adjust the leadeesblpration in work direction. This
leadership characteristic shows the characteristics of charismatic leadership, wieoé the main
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characteristics is visionary and wants change from existing corsldiah urges organizations to improve
themselves (Nadler and Tushman in Luthand,0R0The success of PT ARV enhancing its organizational
performance is one proof of the success of charismatic leaderabifces carried out. This is in line with
several empirical studies that show a positive relationship between charideediership and
organizational performance (Shamir in Luthang,®0

On environmental aspects / attitudes toward change, the mean score of ODQ obtain2d (vasy2.
effective category). This is also in line with the qualitative analysigrevthere are no indications that
there are problems in this aspect. This proves that PT ARV is able to adjustrdrol its environment
well. The environment is a force that is difficult to control from wittbot still demands a response
(Weisbord, 1978). The environment here can be in the form ofraestp suppliers, competitors, family,
friends, trade unions, regulators (government, associations), holdimpao@es, and others. The
organization is said to be effective in this perspective if it is able totadjuts environment. One way
organizations can adapt to their environment is to change the structureoaedsps of their internal
components (Buckley in Weisbord, 1978). This is being don®DyARV where PT ARV changes its
structure to work processes to be able to adjust to existing denmaondder to achieve its objectives.
Changes made by PT ARV also received support from members ofgheization, believing that PT
ARV had sufficient capacity to make changes. In addition, organizational enemmlso show willingness
to follow changes made by the company. This is indicated by the widgsy of members of the
organization to comply with all the rules and policies imposed by PT ARV.

Although based on the results of quantitative analysis the struaspatts are very effective (mean
score ODQ 2.41), but based on the results of qualitative analysis it is khatmiere are indications of
problems in the structure. The structure of PT ARV is considereetan accordance with the
organization and does not hamper its work process, only its applicatibe field is still not consistent,
where there are still employees who do not carry out their functioascordance with their positions.
According to Keban (Hardiansyah, 2010), the organizational structurewdgalho must implement or
do what has been decided. The first aspect that must be regulatediisstom of work units including
tasks, functions and responsibilities in work, both vertically andzdvatally. PT ARV uses a matrix
model organizational structure, where this model combines structure badedction and based on
product / service. This structure model is in accordance with PT ARV $e@IUARYV consists of several
profit centers, so that the product / service structure model can bebesatks that PT ARV also has a
supporting part that runs the support functions of all profit cergerthat the function structure model can
also used. Organizational structure is defined as a symbol of communicatiodeaision between
organizational members who are entitled to perform organizational tasks feviaghorganizational
goals (Baligh & Burton, 1981). Beside the model of the structure,nthéementation of the structure
must also be considered to ensure all members of the organization wathgio duties and functions.
Sarjono's research (2012) shows that organizational restructuring hgsifecasit effect on employee
performance. Aspects contained in the organizational structure, navoeky procedures and control
mechanisms also have a relationship with employee performance. Themoedure is a job description,
while the control mechanism is a measurement method. Another stumyStuinarmi & Widajanti (2011)
states that in the organizational structure it needs to be considered thindmgjob analysis to find out
whether the employee has been placed in the right position accordisgtomtpetence. PT ARV changed
its organizational structure in October 2016. However, this structuragehaas not been equipped with
supporting tools such as job analysis, therefore its implementatithe ifield is still not effective. @
optimize the application of PT ARV's organizational structure in the field, it nmewnded that each
position in the organizational structure be equipped with job analysigyeaformance appraisal methods
in accordance with their duties and functions.

In addition to structure, aspects of theward also have different results in quantitative and
gualitative analysis. In the mean ODQ, this aspect has a score of 2&fifeftategory), but based on
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qualitative analysis there are indications of problems. PT ARV already karals¢ypes of material
rewards that are felt to be good enough and quite satisfying for emp|mmed can motivate employees.
But for non-materialrewards in the form of training, both for types of training amginees, it is
considered still lacking. Siagian (Hardiansyah, 2010) explains that good seavarthose that are able to
guarantee the satisfaction of the members of the organization whigimienable organizations to obtain
a number of people with a variety of positive attitudes and behaviom@Rkdroductively for the benefit
of the organization. In Maslow's theory of hierarchy of needshiieistioned that it is important to satisfy
every need, while Herzberg's theory of two factors states that hyfgieines are important for morals, but
not enough to motivate creative tasks needed by organizations (Weisbo8il, The reward system that
only prioritizes salaries and benefits is not sufficient if people do not see agipestin them to grow and
develop (Weisbord, 1978). Therefore, in addition to mategiahrds, it is necessary to giveaavard that
can be a motivator in the form of non-mateniavards such as employee training and development.
Training is one way for individuals to develop. With the opportunitgeeelop, it will increase employee
motivation to produce optimal performance.

The helpful mechanism aspect is also known to be less effective base@& oestiits of the
gualitative analysis, although in the quantitative analysis the scoreseabtaim in the effective category
(2.54). PT ARV has an information technology system that is uskdlpofacilitate the work process, it's
just that there is still the use of a work system that has not beenteonsis addition, the number of
operational vehicles and the number of human resources in several defsartsill lacking, so the
existing mechanism still feels less helpful for employees. The mmschashould be the glue of the
organization that is able to help the organization achieve its objectives (Weisbiil, R® ARV issued
an investment that is not small in building a work system, it fertumate if the effectiveness is still not
felt effectively. It needs the involvement of all parties related to the fufe system so that the system
can really be used to help work and achieve company goals. Therefangtinize the use of work
systems, rules can be made in the form of operational standardactoractivity process that uses the
system in it. With the SOP, the routine work process will be carrigdefiiciently, effectively,
consistently, uniformly and safely in order to improve servigaity (Puji, 2014). In addition to SOPs for
optimizing the use of the system, the number of human resourcesakdsupport facilities such as
operational vehicles also needs to be fulfilled if it is really needed to help achietergbe For the
fulfillment of number of workers, it is necessary to calculatekiead analysis to find out the proportion
of the total workload with the ideal number of human resources (Suarwidajanti, 2011). The
fulfillment of the mechanism that helps is in accordance with the péinsped input / output systems
where input is needed (input) such as human resources, ideas, mdtaxalsaterials, machinery,
vehicles), money, and then a transformation process through tdcéystams and social systems in the
end it will produce output in the form of goods or services (Weisd&d3). Referring to this perspective,
the organization will be able to produce optimal output if it is supporteanéyimum input and
transformation processes.

In the aspect of relationship, there is also no problem when viewedjfrantitative analysis (mean
smre of ODQ 2.25. However, in qualitative analysis there are indicationsoblems, especially in the
relationship between individuals and between work units, as well as betndigituals with work
technology. Problems between individuals with work technology rmoevk to occur in elderly employees
and field operators. As explained earlier, that PT ARV is developing informa@hmology as one of its
strategies to maintain existence. Based on the organization's diagnosis,faund that there wergils
some employees who felt difficulties and had concerns to use théenbmology. The socialization has
been carried out by PT ARV, but it seems that it is still not enougitadeide understanding to some
employees, especially to elderly employees and field operator employe#tss lcase the method of
training and assistance in using the system can be an option lwerdss problem. As stated by Noe
(2005), that training aims to enable employees to master the knowledge, akill behaviors that are
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taught to then be applied to everyday work situations. In additioreteetationship between individuals
with work technology, it is also known that there are indications dflenaes that occur in relationships
between work units. The cause of problems in relations betwednuniis is poor coordination of work
and the lack of responsive work units in accommodating the needlseofveork units in accordance with
the expected time, so that the next work process becomes hampered anutohisess. In addition, it is
also known that there is an internal procedure from one of the witektbat is too tight and rigid so that
it impedes the acceleration of the work of other units. Some of these isdicste the existence of
problems in relations between work units. This is as explained by Wei§b@r8) on several issues that
indicate a problem in the relationship between work units, among pihdteere is unit A requires
accurate and timely data from unit B, but the data provided by unit B twnto be inaccurate and not
given on time. Another indication is when a work pattern is perceivedrasthing that is convenient or
comfortable for a unit, but it feels difficult for other units. Tdveothis problem can be done with an
intergroup intervention approach (Brown & Harvey, 2006). Ia #pproach the main focus is to improve
communication and relations between units. The goal of this approacHfim tbetter ways to work
together, increase awareness of interdependence, reduce competition, arng emftaboration. One
method that can be done is by organization mirror and intergroup téindBrown & Harvey, 2006).
In addition to problems between work units, based on organizational dggtiese are also known
problems in relationships between individuals in the team, including redhtpmbetween superiors and
subordinates due to lack of trust from subordinates to superiors, anéskagq® of superiors who still pay
less attention and direct subordinates team effectiveness. As stated {2®\t)) effective team or team
effectiveness is obtained when members collaborate with each otheligeeacbmmon goals and have
mutually supportive attitudes. Therefore to solve this problem, it cadohe with a human process
intervention approach (Brown & Harvey, 2006). According toviBro& Harvey (2006), this type of
intervention includes relations between groups that are broader with gedfadepartments and even the
organization as a whole. This approach focuses on individuals in the organemadidhe processes that
are passed by them in achieving organizational goals. These processes @actudunication, problem
solving, group decision making, and leadership. This intervensonsually related to interpersonal
relations and group dynamics.

The relationship between individuals and between work units is anrtempopart of the
organizational process to produce the expected output. This is based ompuheuilput system
perspective which is one of the perspectives that builds the Six BoglNezbry used in this study. The
following is a figure of the input-output system flow in thgamnization:

Social system

Technical system

Inputs (money, human
resources, ldeas,
Machines, etc)

Outputs (products,
services, symbols, etc)

Environment

Feedback Loop

Fig 2. Six Box Organization Model Using Input-Output Tejveisbord, 1976)

From figure 2 above, it can be seen that the process of transfommpiats into output within an
organization is carried out through technical systems and social sy3teensfore if the technical system
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and social system in the organization can run well, the output will also belgaadtition, looking at the
situation of PT ARV which is actively engaged in innovations and dpmedat especially in the field of
information technology, which also means that this strengthens thaidak system in input-output
transformation, the social system in PT ARV should also be strengthermdt the technical system
Therefore the researcher made an intervention design to overcome the réfaposisiems between work
units in PT ARV by designing an Intergroup Team Building trajnio improve the effectiveness of the
social system in PT ARV. The Intergroup Team Building training thetdated will focus on improving
the quality of relationships between work units so that they carmpecate effectively, through
understanding the strengths and weaknesses of each work unit, ucwaing it, developing
collaboration to be an effective team, and the ability to resolve conflicts.€Bigndf the Team Building
Intergroup is expected to improve the quality of relationships betwewh wnits to support work
processes in achieving organizational goals.

4. Conclusion

Based on the results of organizational diagnosis using the SikBdgl that has been carried out at
PT ARV, it can be concluded that the current condition of the organizatitih isentirely effective. Of
the seven aspects measured, there are four aspects that are still lese eff@tiely aspects of structure,
rewards relationship, and helpful mechanisms. This means that these aspeetsdtatunctioned
optimally in supporting the performance of the PT ARV organization.

5. Recommendation

Based on the results of the research that has been done, some qugfmstiee organization can be
made, namely the need to intervene in aspects of the application ofresuotun-material reward aspects,
fulfillment of several work supporting mechanisms, and buildelgtionships between individuals and
work units in the organization to improve performance organizatathes the expected goals. In
addition, it is also recommended that the organizational diagnosis at PT ARVried cait again in the
future so that it can continue to know the condition of the organiz&tiom time to time to ensure the
direction of development in accordance with the needs of the organization.

The suggestion for future researchers is to conduct a longitudinal stuolying more similar
organizations, so that they get a more comprehensive picture of this relswiagnosis in similar
organizations, so that the results can be generalized.
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