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Keywords Abstract

Organizational Employee performance is one of the most important component in the
Culture; progress of the company. For this reason, an analysis of the variables
that affect employee performance needs to be carried out. This study
Work Environment; aims to determine the influence of organizational culture and work
environment on employee performance either directly or indirectly
Job Satisfaction; through job satisfaction. The theory used in this research is
organizational culture, work environment, job satisfaction, and
Employee employee performance. The method used in this research is
Performance; quantitative using SEM PLS data analysis using smartpls software. The
results of this study indicate that organizational culture and work
PT. Teknologi Abadi environment have a positive and significant direct influence on
Sejahtera; employee performance. Furthermore, job satisfaction is also able to

mediate the influence of organizational culture and work environment
on employee performance.

1. Introduction

Human resources are an important component to support the progress of the company. With the
development of the times, organizations are starting to realize that quality human resources are
assets that cannot be replaced more than other assets such as material assets, money, machines
(Rozarie, 2017). Human resources are a core factor in an organization, therefore, organizational
management must be able to manage and develop their human resources which are very important
for the organization (Krismiyati, 2017). The key to the success of an organization cannot be
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separated from the performance of human resources who directly or indirectly participate in
achieving organizational goals (Asharini, 2018).

Performance is an achievement produced by an employee or group of employees in carrying out
their responsibilities. The performance is measured based on skills, experience and sincerity.
Experts argue that employee performance has a close relationship with organizational performance
because the achievement of organizational goals cannot be separated from employee performance.
This is because employees play the most active role in trying to achieve the goals of an organization
(Hasibuan, 2016).

One of the goals of organizational management is to improve the performance of its employees.
However, PT Teknologi Abadi Sejahtera experienced a problem that is often faced by many
organizations in running their organization, that is the lack of employee performance. The
following is the employee performance data of PT. Teknologi Abadi Sejahtera.

Table 1
Performance Data of PT. Teknologi Abadi Sejahtera
No Division Scale Rating 1 - 4
Jul - Sep Oct- Dec Jan - Mar Apr - Jun
2021 2021 2022 2022
1 | Human Resources 3,9 3,8 3,2 31
2 | Broadcast 34 3,7 39 3,3
3 | Creative 3.5 3,9 3.6 3,8
4 | Business 3,9 3.2 3,8 3,4
Development
5 | Marketing 3,7 39 3,3 3,2
6 | Finance 3.2 3,3 3.3 3,1

Source: (PT. Teknologi Abadi Sejahtera, 2022)

Based on Table 1, it can be seen that PT. Teknologi Abadi Sejahtera experienced a decline in
performance in several divisions and others showed unstable performance. This can be seen in the
human resources division which experienced a decline from July to June 2022. Then, for the broadcast
division, there was a decline at some time, that is in October-December 2021 and in April-June 2022.
Furthermore, for the creative division, it can be seen that employee performance is not stable, it can
be seen from the ups and downs of employee performance in the last one year period. Furthermore,
the creative division and the business development division also experienced unstable employee
performance in the past year. Then, the marketing division has decreased since entering 2022.
Furthermore, the finance division has had a less than good performance in the last year with the
lowest rating among other divisions.

Employee performance is influenced by several factors, including organizational culture.
According to Rivai (2012) organizational culture is a system that is used as a benchmark or guide to
the behavior of activities in the company and can direct employees to achieve the goals of the
company. Organizational culture is also a belief held by the company that becomes the mindset and
values that are understood, inspired and practiced by employees in the company, so that the system
or pattern gives its own meaning which becomes the basis for the rules of behavior in the company.

In addition to organizational culture, the work environment also affects employee performance.
According to Pranitasari (2019), the work environment is a condition in the workplace that is both
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physical and non-physical and can have an influence on employee performance. Physical environment
such as working conditions, company infrastructure and administration owned by the company.
While the non-physical work environment is the relationship between workers and working
conditions. Therefore, organizational management must be responsive to what is happening in the
work environment, so that employees feel comfortable physical and non-physical work environment.
When the work environment can be enjoyed by employees, then not only will the performance
increase but the job satisfaction of the employees will also increase. This is because, employee job
satisfaction can increase when employees can easily get the information they need to do their jobs
and they feel comfortable with the environment around them (Nugroho, 2013).

The influence of organizational culture and work environment on employee performance can also
be mediated by job satisfaction. Job satisfaction is the emotional state of employees who feel happy
or unhappy about their work. Employees do not feel satisfaction when their expectations are not met.
Broadly speaking, job satisfaction is how employees feel about the organization where they work
(Munandar, 2012). When the expectations and job satisfaction of an employee have been achieved,
the employee's performance will also increase (Devi, 2009).

Several previous studies related to the influence of organizational culture and work environment
on employee performance with employee satisfaction as a mediating variable have been carried out
several times. First, research conducted by Wicaksono et al, (2021) and Jie (2020) states that
organizational culture affects employee performance. Then, research conducted by Rizky (2020) and
Sharma (2017) states that organizational culture has a positive and significant effect on job
satisfaction. Furthermore, research conducted by Parashakti (2020) and Dheviests (2020) states that
the work environment has a positive and significant effect on employee performance. Then, research
conducted by Taheri (2020) and Andriany (2019) stated that the work environment has a positive
and significant effect on job satisfaction. Furthermore, research conducted by Wijaya (2018) and
Hendro (2018) states that job satisfaction has a positive and significant effect on employee
performance. Then, research conducted by Putri (2020) and Feri (2020) stated that job satisfaction
was able to mediate the influence of organizational culture on employee performance. And research
conducted by Kurniawan (2020) and Kusumastuti (2019) states that job satisfaction is able to
mediate the influence of the work environment on employee performance.

Based on the background description and several previous studies that have been described
above, the urgency related to the analysis of factors that affect employee performance needs to be
carried out. For this reason, this study aims to determine the influence of organizational culture and
work environment on employee performance, either directly or indirectly through job satisfaction.

2. Materials and Methods

The type of research used in this research is quantitative. The population used in this study were
all employees at PT. Teknologi Abadi Sejahtera as many as 120 people. Then, for the research sample,
the researcher uses the type of probability sampling, that is, all of the population is likely to be the
sample. This is done when the population is relatively small. Based on the explanation above, the
sample in this study is the entire population taken, that is all employees of PT. Teknologi Abadi
Sejahtera with a total of 120 employees. However, after the questionnaires were distributed, only 107
questionnaires were considered feasible and qualified. So that, the sample in this study was 107
respondents.

The types and sources of data used in this study are primary data. Primary data is data obtained
directly by the author from the first source for a specific purpose so that the data collected is more
reliable and objective. The primary data used in this study was obtained through distributing
questionnaires to all employees of PT. Teknologi Abadi Sejahtera.

TIJOSSW Vol. 4 No. 2, December 2022, pages: 340~352



343

Data collection techniques used in this study were through questionnaires and literature study. In
this study the questionnaire used in the form of a Likert scale. The Likert scale is a psychometric scale
that is commonly used in questionnaires, and is the most widely used scale in survey research. Then,
the literature study was obtained from various sources relevant to the theme under study, that is from

journals, books, and so on.

The variables used in this study are independent variables, dependent variable, and mediating
variable. The independent variables consist of organizational culture (X1) and work environment
(X2). The dependent variable consists of employee performance (Y). And the mediating variable
consists of job satisfaction (Z). The following is a more detailed explanation regarding the

operationalization of variables.

the work being carried out
(Weiss, 2002)

Table 2
Operationalization of Variables
Variables Definition Dimension Source

Organizational | Furnham and Gunter e Details (Napitupulu,
Culture (X1) (1993) in Armstrong e Innovate 2018)

(2006) define e Team orientation

organizational cultureasa | e Result orientation

way of behaving and values | ¢  Aggressive

that exist within the e Stable

organization, or simply

how employees do things

in the organization.
Work The work environment is e Relations between (Yuliantari, 2020)
Environment everything that is in the employees
(X2) workplace and can affect e Noise

the performance of the e Work Regulations

organization (Robbins, e Explanation

2002). e Air circulation

e Security

Employee Leonardo (2015) defines e  Work quality (Yuliantari, 2020)
Performance employee performance as e Quantity of work
(Y) the result of employees in e  Work reliability

the form of quality and e Work attitude

quantity of their work,

based on individuals or

groups in carrying out their

duties.
Job Satisfaction | Job satisfaction is the e Wages (Changgriawan,
(Z) feeling of the extent to e The work itself 2017)

which an employee likes e Work colleague

the work they do, it is an e Superior

individual's assessmentof | ¢ Promotion
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Furthermore, the data analysis technique used is the Structure Equation Modeling (SEM) method
with SmartPLS software as a tool in data processing and analysis. This software is used because the
number of samples required in the analysis is relatively small. The use of SmartPLS is highly
recommended when the researcher has a limited number of samples while the model being built is
complex.

3. Results and Discussions

Characteristics of Respondents

Table 3
Overview of Respondents by Age
Frequency Percent Valid Cumulative
Percent Percent
Valid <19 4 3.7 3.7 3.7

19-29 35 32.7 32.7 36.4
30-39 45 42.1 42.1 78.5
40-50 15 14 14 92.5
>50 8 7.5 7.5 100
Total 107 100.0 100.0

Source: Processed primary data (2022)

Based on table 3 above, it is known that the respondents aged 30-39 years were 45 respondents
or 42.1%, then the second position was respondents with an age range of 19-29 years as many as 35
respondents or 32.7%, it is known that these two age ranges are dominated by Generation Z and
Millennials. These generations are a group that was born and grew up with technological
developments so that they are known as a generation that is technology literate and also proficient in
operating the internet for work, study, or other things. So, in this case, the company will optimize its
young employees as operational employees to support the company's growth. This is because, the
younger generation is considered richer in innovation, likes challenges, and is also energetic, so that
it will certainly provide benefits in terms of company operations.

Table 4
General Description of Respondents by Gender
Frequency Percent Valid Cumulative
Percent Percent
Valid Male 59 55.1 55.1 55.1
Female 48 449 449 100
Total 107 100.0 100.0

Source: Processed primary data (2022)

Based on table 4 above, it is known that the characteristics of the respondents are dominated by male
as many as 59 respondents or 55.1% while female as many as 48 respondents or 44.9%. This shows
that there are more male employees than female employees. Men are usually synonymous with public
work so that in terms of quantity, there are indeed more. However, the difference in quantity between
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male employees and female employees is only slightly (10.2%), so that in this case, public work can
be accessed by anyone, both men and women. This is what makes the number of male and female
employees at PT. Teknologi Abadi Sejahtera is not much different.

Table 5
Overview of Respondents Based on Education Level
Frequenc Percent Valid Cumulative
q y Percent Percent

Valid Bachelor 68 63.5 63.5 63.5

Postgraduate | 26 24.3 24.3 87.8

Senior High | ;5 12.2 12.2 100

School

Total 107 100.0 100.0

Source: Processed primary data (2022)

Based on table 5 above, out of 107 respondents, 68 respondents (63.5%) had a bachelor's degree,
26 respondents (24.3%) had a master's degree, and 13 respondents (12.2%) had a high school
education. Thus, the majority of respondents are those who have the last education of bachelor. This
is because some jobs are dominated by requirements for bachelor and postgraduate, and only a small
number of jobs can be filled by high school graduates.

Table 6
Overview of Respondents by Income Level
Frequency | Percent Valid Cumulative
Percent Percent
Valid | <1.000.000 - - - -

1.000.000-3.000.000 12 11.2 11.2 11.2
3.000.001 - 5.000.000 51 47.7 47.7 58.9
5.000.001-10.000.000 35 32.7 32.7 91.6
>10.000.000 9 8.4 8.4 100
Total 107 100.0 100.0

Source: Processed primary data (2022)

Based on table 6 above that of the 107 respondents, 51 respondents (47.7%) have an income of
3,000,001-5,000,000, 35 respondents (32.7%) have an income of 5,000,001-10,000,000, 12
respondents (11 ,2%) have income of 1,000,000-3,000,000, and 9 respondents (8,4%) have income
>10,000,000. So, the most respondents are those who have an income of 3,000,001-5,000,000.

Table 7
Overview of Respondents Based on Length of Work
. Cumulative
Frequency Percent Valid Percent
Percent
Valid <1 Year 10 9.3 9.3 9.3
1-5Years 37 34.7 34.7 44
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5—-10Years 48 44.8 44.8 88.8
>10 Years 12 11.2 11.2 100
Total 107 100.0 100.0

Source: Processed primary data (2022)

Based on table 7 above that out of 107 respondents, 48 respondents (44.8%) have worked at PT.
Teknologi Abadi Sejahtera for 5-10 years. Then, 37 respondents (34.7%) have worked at PT. Teknologi
Abadi Sejahtera for 1-5 years. Furthermore, 12 respondents (11.2%) have worked at PT. Teknologi
Abadi Sejahtera for > 10 years. And, 10 respondents (9.3%) have worked for < 1 year. Thus, the

majority of respondents are those who have a working period of 5-10 years.

Variable Descriptive Analysis

Table 8
Variable Descriptive Statistics
Indicator N Minimum Maximum Mean Standard Deviation
Organizational Culture (X1) 107 1 5 4,267 0,864
Work Environment (X2) 107 1 5 4,250 0,819
Employee Performance (Y) 107 1 5 4,234 0,853
Job Satisfaction (2) 107 1 5 4,218 0,828

Source: Processed primary data (2022)

Based on table 8 above, it can be stated as follows:

1. Organizational culture has a range of intervals from 1 to 5 with an average value of 4,267.
Therefore, it can be concluded that the average respondents answered agree.

2. The work environment has a range of intervals from 1 to 5 with an average value of 4,250.
Therefore, it can be concluded that the average respondents answered agree.

3. Employee performance has a range of intervals from 1 to 5 with an average value of 4,234.
Therefore, it can be concluded that the average respondents answered agree.

4. Job satisfaction has a range of intervals from 1 to 5 with an average value of 4.218. Therefore, it
can be concluded that the average respondent answered agree.

Coefficient of Determination Test (r2)

Evaluation of the coefficient of determination (r?) is used to show how much effect or influence
the independent variable has on the dependent variable.

Table 9
Coefficient of Determination (r?)
R Square
Job Satisfaction 0.507
Employee Performance | 0.840

Source: Processed primary data (2022)

Based on the table above, it can be seen the R-Square value for the affected variable. The value of R
Square on the job satisfaction variable is 0.507 which explains that organizational culture and work
environment variables can affect job satisfaction by 84%. Then, the value of R Square on the employee
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performance variable is 0.840 which explains that the variables of organizational culture, work
environment, and job satisfaction can affect employee performance variables by 84%. Next, the
following is the structural models of the current research.
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Source: Processed primary data (2022)
Direct Influence

The direct effect test in this study was carried out by looking at the T-Statistics value and the
P-Values value. The research hypothesis for a direct effect can be declared influential if the P-
Values value <0.05.

Hypothesis for direct effect:

H1: Organizational culture has a direct positive influence on employee performance
H2: Organizational culture has a direct positive influence on job satisfaction

H3: The work environment has a positive direct influence on employee performance
H4: The work environment has a positive direct influence on job satisfaction

H5: Job satisfaction has a positive direct effect on employee performance
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Decision Criteria:

1. 1.Ifthe P-Value > 0.05 and the T-Statistics value < T table = 1.660) then there is no effect.
2. 2.Ifthe P-Value < 0.05 and the T-Statistics value > T table = 1.660) then there is an effect.
Table 10
Direct Influence Test
Path Original Sample (0) | T Statistics P Values Description
Organizational
culture -> employee 0.326 3.208 0.001 Significant
performance
Organizational
culture -> Job 0.344 2.997 0.003 Significant
satisfaction
work environment -
> employee 0.210 2.574 0.010 Significant
performance
work environment - 0.456 3.717 0.000 Significant
> Job satisfaction
Job satisfaction ->
employee 0.515 4927 0.000 Significant
performance
Source: Processed primary data (2022)
1. The Influence of Organizational Culture on Employee Performance

The P-Values (0.001) < 0.05 and the T-Statistics (3.208) > T table (1.660), then there is a
significant positive effect between organizational culture on employee performance. This
explains that the better the organizational culture, the higher the employee performance
obtained.

The Influence of Organizational Culture on Job Satisfaction

The value of P-Values (0.003) <0.05 and the value of T-Statistics (2.997) > T table (1.660) means
that there is a significant positive effect between organizational culture on job satisfaction. This
explains that the higher the value of organizational culture, the higher job satisfaction will be.
Influence of Work Environment on Employee Performance

The value of P-Values (0.010) < 0.05 and the value of T-Statistics (2.574) > T table (1.660) means
that there is a significant positive effect between the work environment on employee
performance. This explains that the better the work environment, the higher the employee's
performance will be.

The Effect of Work Environment on Job Satisfaction

The value of P-Values (0.000) <0.05 and the value of T-Statistics (3.717) > T table (1.660) means
that there is a significant positive effect between the work environment on job satisfaction. This
explains that the higher the value of the work environment, the higher the job satisfaction.

The Effect of Job Satisfaction on Employee Performance

The value of P-Values (0.000) < 0.05 and the value of T-Statistics (4.927) > T table (1.660) means
that there is a significant positive effect between job satisfaction and employee performance. This
explains that the higher the job satisfaction, the higher the employee's performance

TIJOSSW Vol. 4 No. 2, December 2022, pages: 340~352
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Indirect Influence

The indirect effect test in this study was carried out by looking at the T-Statistics value and the
P-Values value. The research hypothesis for an indirect effect can be stated to have an influence if the
P-Values value <0.05.

Hypothesis for indirect effect:
H6: Organizational culture has an indirect effect on employee performance through job satisfaction
H7: The work environment has an indirect effect on employee performance through job satisfaction.

Decision Criteria:
1. Ifthe P-Value > 0.05 and the T-Statistics value < T table = 1.660) then there is no effect.
2. Ifthe P-Value < 0.05 and the T-Statistics value > T table = 1.660) then there is an effect.

Table 11
Indirect Effect Test

Path Original Sample (0) | T Statistics | P Values Description
Organizational Culture -> Job
Satisfaction -> Employee 0.177 2.453 0.015 Significant
Performance
Work Environment -> Job
Satisfaction -> Employee 0.235 2.809 0.005 Significant
Performance

Source: Processed primary data (2022)

Based on the table above, it is found that:

1. The Influence of Organizational Culture on Employee Performance through Job Satisfaction
The original sample value is 0.177. It is also known that the P-Values (0.015) < 0.05 and the T-
Statistics (2.453) > T table (1.660) means that there is a significant positive effect between
organizational culture on employee performance through job satisfaction.

2. Influence of Work Environment on Employee Performance through Job Satisfaction
The original sample value is 0.235. It is also known that the P-Values (0.005) < 0.05 and the T-
Statistics (2.809) > T table (1.660), then there is a significant positive effect between the work
environment on employee performance through job satisfaction.

4. Conclusion

Based on the results of the research and discussion that has been carried out, seven
conclusions are obtained, first, there is a significant positive influence between organizational culture
on job satisfaction with an original sample value of 0.326, and a P-Values value (0.001) < 0.05 and a
T-Statistics value. (3,208) > T table (1,660). This explains that the better the organizational culture,
the higher the employee's performance. Second, there is a significant positive effect between
organizational culture on job satisfaction with an original sample value of 0.344 and a P-Values value
(0.003) <0.05 and a T-Statistics value (2.997) > T table (1.660). This explains that the higher the value
of organizational culture, the higher job satisfaction will be. Third, there is a significant positive effect
between the work environment on employee performance with an original sample value of 0.210 and
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a P-Values value (0.010) <0.05 and a T-Statistics value (2.574) > T table (1.660). This explains that
the higher the value of the work environment, the higher the employee's performance.

Fourth, there is a significant positive effect between the work environment on job satisfaction with
an original sample value of 0.456 and a P-Values value (0.000) <0.05 and a T-Statistics value (3.717)
> T table (1.660). This explains that the higher the value of the work environment, the higher the job
satisfaction. Fifth, there is a significant positive effect between job satisfaction on employee
performance with an original sample value of 0.515 and a P-Values value (0.000) <0.05 and a T-
Statistics value (4.927) > T table (1.660). This explains that the higher the value of job satisfaction,
the higher the employee's performance. Sixth, there is a significant positive influence between
organizational culture on employee performance through job satisfaction with an original sample
value of 0.177 and a P-Values value (0.015) <0.05 and a T-Statistics value (2.453) > T table (1.660).
And seventh, there is a significant positive effect between the work environment on employee
performance through job satisfaction with an original sample value of 0.235 and a P-Values value
(0.005) <0.05 and a T-Statistics value (2.809) > T table (1.660).
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