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Abstract The research objective of this article is to examine the factors that influence Organisational
Culture and Work Motivation on Employee Performance. The development of an increasingly broad and
complex business world has an impact on qualified and competent human resources, which is one of the
company’s needs and is the main element that must be managed in order to achieve company goals.
Organisational culture has an important impact on performance. Therefore, companies need to form an
organisational culture that develops so as to create performance that is aligned with organisational goals.
A strong culture will show high agreement on organisational goals among its members. Unanimity towards
goals will form attachment, loyalty, and organisational commitment, this condition will further reduce the
tendency of employees to leave the organisation. In addition to organisational culture, work motivation is
a factor that can affect employee performance. Therefore, to achieve its goals, a strategy is needed to
create organisational culture and work motivation. Theoretical and practical aspects, culture brings a sense
of identity for members of the organisation, forming high organisational commitment in each member,
shaping employee attitudes and behaviour, both in interacting internally and externally to the organisation.
And Motivation is believed to increase the productivity of each employee, increase the work enthusiasm of
each employee, increase the work creativity of each employee and increase the loyalty of each employee
to the company. This research was conducted at PT Supra Primatama Nusantara (Biznet) Territory West 1 -
Sumatra with 72 people. The inductive analysis map shows that organisational culture and work motivation
on employee performance have a positive and significant effect on employee performance. The direction of
influence of this variable is also positive, which means that the better organisational culture of an organisation
will increase job satisfaction and good Work Motivation will provide enthusiasm and positivism in carrying out
its performance.
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Introduction. In line with the
development of an increasingly broad and
complex business world, the impact on
qualified and competent human resources is
one of the company’s needs and is the main
element that must be managed in order to
achieve company goals.

Company  performance is largely
determined by employee performance.
Performance is the result of work that can be
observed and measured. This can be seen from
how many achievements have been made,
and how quickly employees complete the
jobs in the company appropriately. PT Supra
Primatama Nusantara (Biznet) is an integrated
digital company in Indonesia that provides
Internet, Data Center, Cloud Computing,
and IPTV services. Biznet has a commitment
to build modern infrastructure to reduce the
digital divide in Indonesia through the most
advanced Fiber Optic network and the largest
data center in Indonesia since 2000.

In 2022, the performance of PT Supra
Primatama Nusantara (Biznet) Territory
West 1 - Sumatra employees, there are some
employees whose final work results fall into
the category of needs improvement (Table 1).

The research objective of this article
is to examine the factors that influence
Organisational Culture and Work Motivation
on Employee Performance. In order to achieve
this goal, the following tasks need to be
performed: to assess the density and direction
of the relationship between Organisational
Culture and Work Motivation and Employee
Performance. The object of the study is the
management of an organisation, and the
subject is working conditions and personnel
management.

Literature Review. Performance is
the result obtained by an organization,
both profit oriented and non-profit oriented
organizations produced during one period of
time. More explicitly Amstron and Baron say
performance is the result of work that has a
strong relationship with the organization’s
strategic goals, customer satisfaction and
makes an economic contribution (Amstron

and Baron, 1998: 15). Here the
performance assessment indicators:

1. Work Achievement

2. Expertise

3. Behavior

4. Leadership

Performance Appraisal is the activity of
gathering or compiling information about job
data in the form of employee fulfillment needs
based on skills, abilities, and knowledge as
well as the availability of positions to be
filled or tasks to be performed. Here are the
evaluation indicators for the Performance
Appraisal variable:

1. Quality of Work

2. Promptness

3. Capability

4. Initiative

5. Communication

Soekanto (2005) explains culture
is a means of work, taste, and creation
of society. Culture contains the overall
understanding of social values, social norms,
social norms, science, as well as the overall
social structure, religious and others. Khun
Chin Sophonpanich (Biantoro, 2002) details
several indicators of organizational culture,
among others:

1. Diligence

2. Sincerity

3. Patience

4. Entrepreneurship

Motivation is the force that arises within
an individual to be willing to undertake
something to channel their abilities and
talents, so with motivation it is expected that
every employee will be willing to work hard
and enthusiastically to achieve high levels of
work productivity. Here are the assessment
indicators for the motivation variable:

1. Merit Reply

2. Working Conditions

3. Work facilities

4. Work Achievement

5. Recognition from superiors

6. The Work Itself
According to Robbins (1996) defines job
satisfaction as a general attitude towards

are

Table 1. Employee Performance Appraisal Results of PT Supra Primatama Nusantara (Biznet)
Territory West 1 - Sumatra

187

Final Evaluation Total Percentage
Full Performance 48 67%
Strong Performance 1 1%
Poor Performance 1 1%
Needs Improvement 22 31%

Source: PT Supra Primatama Nusantara, 2022

ISSN 2524-2547 CouianbHa ekoHomika / Social Economics. 2024. Bunyck/lssue 68 H H H H H H




188

ISSN 2524-2547 CouianbHa ekoHomika / Social Economics. 2024. Bunyck/lssue 68 H H H H H H

Xytanea B. M., Toxi H., Poctina K. ®., Pomi E.BM/IMB OPFAHISALIHOI KYNETYPY TA MOTUBALLIT MPAL....

Table 2. Results of t-Test for Sub Model I

Coefficients?
Unstandardized Standardized
MoBdeI Coefficients Coefficients t Sig.
Std. Error Beta
1 (Constant) 8.576 1.908 4.494 <.001
Organizational Culture 197 082 286 2.386 .020
Work Motivation .351 .095 440 3.673 <.001

a. Dependent Variable: Job Satisfaction

one’s job, the difference between the number
of rewards a worker receives, and the number
of rewards they believe they should receive.
Indicators of job satisfaction are:

1. Enjoyment at work

2. Satisfaction with work performance

3. Creativity

4. Fair promotion

5. Support from leadership

Research Methodology. Analytical
frameworks. The data collection technique
in this study used a questionnaire. According
to Sugiyono (2017), a questionnaire is a data
collection technique that is done by giving
a set of questions or written
statements to respondents to
answer. The type of data used

dependent variable (bound), work motivation
and training as independent variables (free)
and competence as an intervening variable
(mediation).

To find out whether the hypotheses (H1,
H2, H3, H4 and H5) that have been determined
are accepted or rejected, statistical testing is
carried out using the t statistical test.

The t test basically shows how far the
influence of one variable individually is in
explaining the variation in the dependent
variable. If t count < t table with a significance
level> 5% then it does not have a significant effect.
Conversely, if t count 2 t table at a significance

Table 3. Summary of Model Testing Results for Sub-Model I

Model Summary

is primary data. Primary data Adjusted R Std. Error of the
is data obtained from the first Model R Square Square Estimate
source, both from individuals

and individuals. This study uses | 665 442 426 1612

a questionnaire as a medium

for collecting primary data from

respondents. The questionnaire filling was
carried out by distributing questionnaires
directly to all employees who worked at PT
SupraPrimatamaNusantara (Biznet Networks)
Territory West 1 - Sumatra which had been
prepared previously. Primary data collected is
data containing respondent characteristics,
perception statements regarding each
variable studied in the study. According to
Sugiono (2018) states that population is
a generalization area consisting of objects
or subjects that have certain qualities and
characteristics set by researchers to study
and then draw conclusions. The population
in this study were all employees of PT Supra
Primatama Nusantara (Biznet) Territory West
1 - Sumatra, totaling 72 people.

To test the effect of intervening variables,
the path analysis method is used. Path
analysis is an extension of multiple linear
regression analysis or path analysis is the use
of regression analysis to estimate the causal
relationship between causal model variables
that have been previously determined based
on the theory in this study performance as the

level < 5% then it has a significant effect.

Main results. This research employs the
path analysis model to analyze the influence
of job analysis and talent management on
employee performance through motivation as
an intervening variable at the South Rantau
sub-district office Labuhanbatu regency.

Based on the partial t test of Equation I
above, it can be seen that:

1. The value on the tcount of the
organizational culture variable is 2.386 932
and the significance is 0.020 which means
greater than 0.05. The hypothesis is accepted
because tcount < ttable (2.386 > 1.995) which
means that organizational culture affects the
job satisfaction of employees of PT Supra
Primatama Nusantara (Biznet) Territory West
1 - Sumatra.

2. The value of the tcount of the
work motivation variable is 3.673 and the
significance is 0.001, which is smaller than
0.05. The hypothesis is accepted because
tcount = ttable (3.673 > 1.995) which
means that work motivation affects the
job satisfaction of employees of PT Supra
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Table 4. Results of t-Test for Sub Model II

Coefficients?®
Unstandardized Standardized

Mc::el Coefficients Coefficients t Sig.

Std. Error Beta
1 (Constant) 9.001 3.403 2.645 .010
Organizational Culture ,306 135 231 2.271 .026
Work Motivation 528 164 .345 3.227 .002
Job Satisfaction .654 .189 .340 3.461 <.001

a. Dependent Variable: Performance

Primatama Nusantara (Biznet) Territory West
1 - Sumatra.

Based on table 4.21, it can be seen that the
coefficient of determination for equation I uses the
Adjusted R Square value, because the independent
variable used is more than one. Adjusted R
Square value = 0.426. Thus the magnitude
of the influence of organizational culture and
work motivation on job satisfaction is 42.60%,
while the remaining 57.40%
is influenced by other factors
not examined in this study

3. The value of the tcount of the job
satisfaction variable is 3.461 and the
significance is 0.001, which is smaller than
0.05. The hypothesis is accepted because
thitung > ttabel (3.461> 1.995) which means
that job satisfaction affects the performance of
employees of PT Supra Primatama Nusantara
(Biznet) Territory West 1-Sumatra.

Based on table 4.22, it can be seen that

Table 5. Summary of Model Testing Results for Sub-Model II

Model Summary

such as work environment, Model R RS Adjusted R Std. Error of the
training, discipline, leadership, ode quare Square Estimate
employee involvement, ] 705 533 517 2508
competence, salary and others.

In the table 4, the t-test
statistics were obtained as
follows:

1. The value of the tcount of the
organizational culture variable is 2.271 and
the significance is 0.026, which is smaller
than 0.05. The hypothesis is accepted
because thitung = ttabel (2.271> 1.995) which
means that organizational culture affects
the performance of employees of PT Supra
Primatama Nusantara (Biznet) Territory West
1 - Sumatra.

2. The value on the tcount of the
work motivation variable is 3.227 and the
significance is 0.002 which means it is
smaller than 0.05. The hypothesis is accepted
because thitung = ttabel (3.227> 1.995)
which means that work motivation affects
the performance of employees of PT Supra
Primatama Nusantara (Biznet) Territory West
1-Sumatra.

the coefficient of determination for equation I
uses the Adjusted R Square value, because the
independent variable used is more than one.
Adjusted R Square value = 0.633. Thus the
magnitude of the influence of organizational
culture, work motivation and job satisfaction
is 63.30%, while the remaining 36.70% is
influenced by other factors not examined
in this study such as work environment,
training, discipline, leadership, employee
involvement, competence, salary and others.
The influence of Job Analysis on
Performance through Motivation as an
intervening variable has a test statistic value
of 0.769 < 1.96 with a significance of 0.441
> 0.05, which means Hypothesis 6 is not
accepted where Motivationis unable to mediate
the influence of Job Analysis on Performance.
The test statistic value of the influence of

Table 6. Results of t-Test for Sub Model II

Variables Unstandardized Std. Eror Test Std. P-Value
Statistic Eror
Organizational culture on job satisfaction 0.197(a) 0.082 (Sa)
1.973 0.065 0.048
Job Satisfaction on Performance 0.654(b) 0.189 (Sb)
Work motivation on job satisfaction 0.351(a) 0.095 (Sa)
Job Satisfaction on Performance 0.654(b) 0.189 (Sb) 2.525 0.090 0.011
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Talent Management on Performance through
Motivation as an intervening variable is 2.238
> 1.96 with a significance of 0.025 < 0.05,
which means Hypothesis 7 is accepted where
Motivation can mediate the influence of Talent
Management on Performance.

Conclusion. Based on the results of the
research and discussion described in the
previous chapter, the following conclusions
can be drawn:

1. Organizational culture has a positive
and significant effect on job satisfaction at
PT Supra Primatama Nusantara (Biznet)
Territory West 1 - Sumatra. This means that
the better the organizational culture will
increase job satisfaction.

2. Work motivation has a positive and
significant effect on job satisfaction at PT Supra
Primatama Nusantara (Biznet) Territory West
1 - Sumatra. This means that the better work
motivation will increase job satisfaction.

3. Organizational culture has a positive
and significant effect on employee performance
at PT Supra Primatama Nusantara (Biznet)
Territory West 1 - Sumatra. This means that
the better the organizational culture will
increase job satisfaction.

4. Work motivation has a positive and
significant effect on employee performance
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BMMWB OPFAHIBALIAHOI KYNLTYPU TA MOTUBALII MPALI HA NPOAYKTUBHICTb
MPALIBHWKIB I3 3AQOBOJEHICTIO POBOTOIO AK MPOMDKHOIKO 3MIHHOKO B PAVOHI MT CY-
MPA MPUMATAMA HYCAHTAPA 3AXIOAHA TEPUTOPIA 1 - CYMATAPA

MerToto uiei cTaTTi € AoCNimKEHHS (haKTOPIB BMAMBY OpraHi3auiinHOi KynbTypy Ta MOTvBaLii npaui
Ha MPOAYKTUBHICTb MpaLiBHWKIB. PO3BMTOK Aeaani LWMPLLOro Ta CKMaZHIWOoro AinoBoro CBiTY BNMBAe
Ha KkBaniikoBaHi Ta KOMNETEHTHI MIOACHKI pecypcu, ki € ogHielo 3 NoTped KoMnaHii Ta OCHOBHUM ene-
MEHTOM, SIKUM HeoOXiZHO YNpaBnsiTU ANst JOCATHEHHS Linen komnaHii. OpranisauiiiHa kynstypa Mae
BaXIMBUIA BMIMB Ha eeKTMBHICTb poboTu. Tomy komnaHisiM HeobxigHO ¢hopmyBaTW OpraHisauiiiHy
KYnbTYpy, Sika pO3BMBAETLCA TakMM YMHOM, LIOG CTBOPIOBATY MPOAYKTUBHICTb, SKa BignoBigae Linsm
opraHisauii. CunbHa KynbTypa AEMOHCTPYE BMCOKWIA piBEHb 3roayM LIOAO Linen opraHisauii cepeq ii
yneHiB. OgHOCTaMHICTb LWOAO Linen (hopMye NPUXMIIbHICTb, NOANBHICTL Ta BiAAAHICTb OpraHisauii, Lo B
noganbLUOMy 3MEHLUNTb TEeHAEHLLI0 40 BIATOKY NpauiBHKKIB 3 opraHisauii. OkpiM opraHiauiiHoi Kyrb-
TypW, MOTVBALS npaLi € hakTOpoM, SKUA MOXe BNAUBATW Ha NPOAYKTUBHICTb NpauiBHWKIB. ToMy Ans
[IOCSITHEHHS! NOCTaBNeHKX Linei HeobxigHa cTpaTeris CTBOPEHHS OpraHi3aLiiHoT KynbTypy Ta MoTuBaLi
npaui. 3 TeOPETNYHOI Ta NPAKTUYHOT TOYKM 30pYy, KYNbTypa NPUHOCWTL BiAYYTTS iDEHTUYHOCTI YneHam
opraHisauii, (hopMy4mM BUCOKY OpraHisauiinHy NPUXUBHICTb Y KOXXHOTO YneHa, (hOpMYHUM CTaBMEHHS
Ta MOBEAIHKY NPaLiBHUKIB SIK y B3aeMOgii BCepeauHi opraHisadii, Tak i 330BHi. BBaxxaeTbes, L0 MOTUBALS
MiABULLYE NPOAYKTUBHICTb KOXHOTO MpauiBHMKa, MiABULLYE pobounii eHTy3iasM KOXHOMO mpaliBHuMKa,
MigBWLLYE TBOPYMI MOTEHLiaN KOXHOro npauiBHMKa i NiABULLYE NOSMNbBHICTL KOXHOrO MpauiBHUKa A0
komnanii. Lle pocnigxerHs npoeogunocst B PT Supra Primatama Nusantara (Biznet) Territory West 1
- Sumatra 3a yyacTio 72 ocib. Kapta iHOYKTMBHOrO aHanisy mokasye, Lo opraHisauiiiHa KynbTrypa Ta
MOTUMBALis npaui Ha NPOAYKTUBHICTb NPaLiBHWKIB MakTb MO3UTUBHWIA Ta 3HAYHUW BNAMB. HanpsMok
BMMBY Lji€i 3MiHHOT TaKOX € MO3UTVBHMM, LLIO O3HAYaE, Lo Kpalla opraHisavjiiHa KynsTypa opraHisadii
niABULLMTL 3a40BONEHICTb POBOTOH0, @ XopoLua poboya MOTVBaLLiS 3a6e3ne4nTb eHTy3ia3M i NO3NTUBI3M
Y BUKOHaHHi CBOET poboTH.

KnioyoBi cnoBa: opraHizauiiHa KynbTypa, MOTMBaUis npali, 3a4oBOMeHIiCTb  poboToio,
pe3ynbTaTuBHICTb NpaLiBHUKIB.
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