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Abstract:

With job satisfaction acting as an intervening variable, the purpose of this study is to ascertain if corporate culture and work
discipline have an impact on employee performance. All of the participants in this study are employees. Saturated sampling or
complete sampling are the sampling criteria used in this study. There were 100 samples used in this investigation. This kind
of study data is included in quantitative data. Literature reviews, questionnaires, and interviews were employed by researchers.
The existence of a link between latent variables and the indicators that make them up is known as the measurement model.
The instrument's validity and dependability are evaluated using this model. A model that links apparent and latent variables is
called the structural model. We use R2 as the dependent construct in PLS to assess inner capital. T-statistics and Patrial Least
Square (PLS) were utilized in this study's data analysis. These conclusions can be drawn from the data analysis results: Job
satisfaction and organizational culture characteristics are unaffected. The work discipline variable has an impact on job
satisfaction. There is a relationship between employee performance and organizational culture. Employee performance is
impacted by the work discipline variable. Employee performance and job satisfaction are impacted. Through work happiness,
there is a relationship between company culture and employee performance. Workplace discipline affects employee
performance through job satisfaction.

Keywords: organizational culture, work discipline, job satisfaction, employee performance.

599


mailto:syamsulhadi.stiepari@gmail.com
mailto:sarwohakim@gmail.com
mailto:kikisetyawati@unkris.ac.id
mailto:siti.annisa.wahdiniawati@undira.ac.id
mailto:syafri.rewa008@gmail.com
https://doi.org/10.35870/jemsi.v10i1.2104

Introduction

Human resource management is an ongoing process designed to provide organizations and groups with appropriate
personnel so that they can be assigned to the appropriate portions and places when the organization needs them
(Tubagus et al., 2023; Tubagus & Muslim, 2019). The Civil Service Supervisory Officer appoints Indonesian
individuals who fulfill specific qualifications to work as state civil servants permanently in order to fill jobs in the
government (Dharta & Chaerudin, 2023). Given that there are over four million government servants in Indonesia, a
significant portion of the country's population holds this position, especially when considering the country's population
of over 250 million (Satra et al., 2023). Therefore, this number can be considered relatively small (Dharta et al.,
2021). The ratio of the number of civil servants (PNS) compared to the population in Indonesia is 2%. This means
that for every 100 Indonesian residents, there are only 1-2 civil servants who serve them (Bakri et al., 2023). One of
the aspects of the ministries of the Republic of Indonesia where civil servants are spread is the Ministry of Religion.
In this case, the office leader must be able to direct each employee to excel and provide maximum service to the
community (Hos et al., 2022). As the spearhead of the government implementing apparatus, the Ministry is required
to be able to provide the best results (Sutrisno et al., 2023). Therefore, the organization requires employees who can
deliver optimal performance, including professionally completing their tasks (Violin, 2022). Employees must pay
attention to the organizational culture established by the organization in order to deliver good performance (Nursanti
etal., 2022).

Furthermore, all employees are expected to implement it effectively within the existing work culture (Siswanto
et al., 2023). The meaning of each cultural value includes the following: Integrity is the state of being good and
righteous in words, deeds, and emotions (Violin et al., 2022). Professionalism: do your best work while taking your
work seriously, competently, and on time. Innovation is the process of making new, better things and enhancing what
currently existing (Violin, 2019). It is your responsibility to work diligently and regularly (Nugroho et al., 2022).
Exemplary: able to serve as a useful model for others. These five cultural values ought to work as a guide for behavior
and full participation, constantly offering the finest assistance to the community in order to accomplish shared
objectives (Sumitra et al., 2021). The interview's findings, however, showed that not all of the organization's
established cultural values had been applied correctly (Pujiastuti et al., 2022). Data was obtained indicating that there
are still employees who have not implemented the established culture, even though socialization has been carried
out regarding work culture values (Sriyono et al., 2021; Kelvinia et al., 2021). As with the point of innovation, at work
it is necessary to renew, perfect, and increase the quality of work results. This can be found when the office updates
its way of working by involving technology more in its activities, but some employees are still reluctant to develop
their technological skills (Pujiastuti et al., 2021).

Previously, we used to carry out the work method intensively to convey reports between superiors and
subordinates (Malawat & Putra, 2018). However, now we fill in the Daily Work Report every day using an Android-
based application. However, what happens is that 20 out of 50 employees, or 40% of employees, still experience
difficulties in inputting assignments online (Puijiastuti et al., 2020). Apart from that, there are issues with training due
to insufficient quantity and uneven distribution, resulting in several employees who have never participated in any
training and development activities (Oktafiani et al., 2022). Furthermore, despite the establishment of plans and
strategies, some employees at the point of responsibility have not demonstrated responsibility in completing their
tasks. Apart from that, another problem at the point of responsibility is that there are still employees who have not
shown dedication and responsibility in completing their duties (Anantadjaya et al., 2023). For example, around 25
out of 50 employees, or 50%, have the habit of leaving the office during working hours, relaxing, and chatting. Then,
we also found that each employee exhibited a lack of professionalism, such as displaying poor attitudes or behavior
towards the community, lacking wisdom in providing services, and lacking a competitive spirit at work (Iswanto et al.,
2020). As the HR department said, around 30 out of 50 employees, or 60% of employees, still do not meet the
standards of excellent service to the community. Another problem with the exemplary point is the lack of good
cooperation between employees (Sjahruddin et al., 2022).

Based on interviews conducted by researchers with the HR department, it is known that they still see that the
performance of employees is still not satisfactory and still needs improvement because the majority of employees
are still in the very good category (Ardyansyah et al., 2022). This occurrence demonstrates that issues exist with
employee performance, job happiness, work discipline, and corporate culture. In addition to organizing the Hajj and
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Umrah, sharia development, Islamic religious education, madrasa education, diniyah, and Islamic boarding schools,
the Ministry of Religion itself has a work program to lead the Islamic community and implement initiatives to enhance
religious harmony (Tubagus et al., 2023). However, if the implementation cannot build a good organizational culture
for its employees, does not have good work discipline, and is unable to create job satisfaction for its employees,
according to various theoretical reviews explained previously, this will result in a decrease in the quality of
performance in implementing work programs in serving the community in various religions, which have the potential
to be hampered and not optimal (Tubagus et al., 2020).

Literature Review

An organization's members provide a common meaning system that sets it apart from other organizations. Apart
from organizational culture, every agency must be able to create conditions that can influence employees' discipline
at work. Employee discipline represents the extent to which individuals comply with organizational policies,
regulations, and provisions, as it is an interpretation of their behavior within the organization. The discipline of an
employee in an organization is very important. Discipline in organizations is the practice of self-control and learning
to follow the best course of action that may not be in line with the wishes of every member of the organization. The
regulations made in each organization enable each member to obey and comply with these regulations, which can
be binding and compelling so that members of the organization can carry out each of their activities with full discipline
in achieving organizational goals and as a step to motivate and respect their own organization. Researchers also
discovered a phenomenon related to employee dissatisfaction with work. Job satisfaction, which refers to an
employee's attitude about their work, is impacted by a variety of elements, including the work environment, employee
collaboration, incentives offered by the employer, and aspects of their physical and mental health.

Many employees in the office are still not assigned roles that align with their skills and abilities. He said that
only around 20% employees, feel proud and love their work according to the passion they have. The next
phenomenon is that there are some employees, approximately 30% employees, who think that they absolutely have
to obey the regulations and structures that exist in the organization. The dominant number stated that they did not
agree or even disagree with the statement. Some said that work regulations and structures are not absolutes to obey
because they will always depend on the situation and conditions. This happens because making regulations often
does not involve all members of the organization, thus creating pros and cons in their implementation. Furthermore,
some employees resist learning, accepting changes to the current work system, and receiving clear tasks from their
superiors, while others remain in certain positions for an extended period of time. Furthermore 35% employees lack
appreciation for their work results and creativity, leading to a mismatch between their job satisfaction and their hopes
and desires. A phenomenon that occurs where employees feel their work is underappreciated. It will be more
effective if employees' work results are appreciated by giving appreciation in the form of awards or certificates.
Therefore, they only try to show their dedication to the organization by completing tasks well and precisely. Many
factors influence employee job satisfaction, including job suitability, organizational policies, and opportunities for
development. The emotional state that employees have about their work determines whether they are happy or
unhappy in their jobs. An employee's positive attitude toward their work and everything they come into contact with
in their work environment is a good indicator of their job happiness.

Methodology

A population is a generic region made up of persons or items with certain attributes chosen by the researcher to be
examined and used as a basis for findings. All of the participants in this study are employees. The sample is a portion
of the population's size and makeup. Saturated sampling or complete sampling are the sampling criteria used in this
study. There were 100 samples used in this investigation. This kind of study data is included in quantitative data.
Literature reviews, questionnaires, and interviews were employed by researchers. The existence of a link between
latent variables and the indicators that make them up is known as the measurement model. The instrument's validity
and dependability are evaluated using this model. A model that links apparent and latent variables is called the
structural model. Researchers evaluate the inner capital in PLS by using R2 for its dependent construct. Data
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analysis in this study used patrial least squares (PLS) and t-statistics.

Case studies

The R2 value for job satisfaction is 0.8, which is categorized as strong, according to the test findings that have been
conducted. Workplace culture and discipline are two factors that can account for up to 80% of an employee's
performance. The remaining 20% were influenced by other factors not included in this analysis. Moreover,
performance has an R2 value of 0.7, which is categorized as moderate. These findings imply that work discipline
and organizational culture can impact employee competency to the extent of 70%, with factors not included in this
study influencing the remaining 30%. It is significant to notice that the t-statistical test has a p-value of 0.3 and a
significance level of 1.050. When the p-value exceeds the commonly accepted significance level (e.g., 0.05), the null
hypothesis (Ha) is considered rejected. Put differently, the research findings indicate that there is no noteworthy
correlation between job satisfaction and corporate culture. These outcomes are also in line with earlier studies'
conclusions, which demonstrate that organizational culture has no bearing on workers' job satisfaction.
Consequently, we can draw the conclusion that, at least in the context of this study, factors other than work discipline
and organizational culture are more likely to affect employee job satisfaction.

The study's findings show a strong correlation between job happiness and work discipline. This is supported
by the p-value of 0.003 and the significance value of 2.9 in the t-statistical test. As a result, we can accept the
alternative hypothesis (Ha), which suggests that there is a positive correlation between employee job satisfaction
and work discipline. This result is in line with earlier studies that found a strong and positive correlation between work
discipline and job satisfaction. Additionally, the study's findings demonstrate that corporate culture has a big impact
on worker performance. This conclusion is supported by the p-value of 0.000 and the significance value of 6.5 in the
t-statistical test. Upon acceptance of the alternative hypothesis (Ha), it can be concluded that employee performance
is significantly influenced by company culture. This result is consistent with earlier studies that found corporate culture
has a major impact on worker performance. All things considered, the study's findings add to our knowledge of the
variables affecting workers' job happiness and productivity. The implications of these studies can serve as a
foundation for firms to create more successful management practices, particularly in enhancing corporate culture
and work discipline to encourage higher performance and happier employees.

The study's findings show that work discipline and employee performance are significantly correlated. The
significant value in the t-statistical test of 2.1 and the p-value of 0.05 corroborate this finding. As a result, we may say
that the alternative hypothesis (Ha) acknowledges the existence of a positive correlation between employee
performance and work discipline. This result is consistent with earlier studies' findings, which showed that work
discipline and employee performance had a favorable and substantial relationship. Additionally, studies indicate that
job satisfaction a measure of job satisfaction has a substantial impact on employee performance. This link is
demonstrated by the t-statistical test's significance value of 4.141 and p-value of 0.000. It follows that work
satisfaction acts as a moderator in the association between job satisfaction and employee performance if the
alternative hypothesis (Ha) is accepted. This result is in line with earlier studies that found a strong correlation
between job happiness and worker performance. All things considered, these results offer significant new
understandings regarding the relationship between job happiness and work discipline, which can be mediated by the
former. The practical ramifications of this research can be used by organizations to devise more efficacious
techniques for human resource management, such as augmenting work discipline and prioritizing components of job
happiness, hence enhancing total employee performance.

The research findings indicate that there may be noteworthy discoveries that require further investigation.
With a p-value of 0.4, the significance of the t-statistical test for the association between work satisfaction and
organizational culture reveals a value of 0.8. As a result, we reject the alternative hypothesis (Ha), which suggests
that there is no meaningful relationship between work satisfaction and organizational culture in relation to employee
performance. These findings contradict other studies' conclusions, which suggested that company culture influences
workers' job happiness and performance. However, studies indicate that job satisfaction has a major impact on work
discipline, which in turn affects employee performance. This is demonstrated by the t-statistical test's significance
value of 2.8 and p-value of 0.010. The conclusion that works discipline positively improves employee performance
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through the job satisfaction measure follows from accepting the alternative hypothesis (Ha). This finding is consistent
with earlier studies that discovered a mediating or intervening role for job happiness in the relationship between work
discipline and public servant performance. The study's findings aid in our comprehension of the intricate relationships
that exist between elements like work discipline, job happiness, company culture, and employee performance. Work
discipline and job satisfaction are nevertheless important as associated elements, even though the results show that
organizational culture does not directly affect performance through job satisfaction. The research's conclusions can
be used by organizations to create more effective management practices that improve job satisfaction and work
discipline at the same time, which would improve employee performance.

Conclusion

The following conclusion can be made in light of the data analysis's findings: Job satisfaction and organizational
culture characteristics are unaffected. The work discipline variable has an impact on job satisfaction. There is a
relationship between employee performance and organizational culture. Employee performance is impacted by the
work discipline variable. Employee performance and job satisfaction are impacted. Through work happiness, there
is a relationship between company culture and employee performance. Workplace discipline affects employee
performance through job satisfaction. There are a few recommendations for the parties engaged in this research
based on the outcomes of the analysis and discussion that have been conducted as well as the conclusions above.
Here are some of the suggestions in question: Regarding organizational culture, there are still employees who have
not implemented organizational culture well and are still It was found that several employees were reluctant to
develop their technological skills. Institutions should provide socialization or a more effective approach to enable
employees to implement and wholeheartedly carry out the established organizational culture. Regarding work
discipline, data on employee tardiness was found to be quite high; therefore, institutions should be able to place
more emphasis on policies and regulations. However, it would be even better if it was accompanied by appreciation,
for example, "most disciplined employee of the month" and the like, so that the office atmosphere becomes more
enthusiastic and conducive.

Regarding job satisfaction, it should be able to be emphasized further so that every employee is able to
show better work morals. Because the aspect of satisfaction needs to be a highlight for the institution, especially in
matters where each employee must continue to be able to separate things that are their work responsibilities from
things that are personal in nature. Regarding performance, data showed that performance was less than optimal;
there were several work programs that had not achieved targets. For this reason, the institution should be able to
provide understanding so that employees are also able to encourage their respective performances to be at a good
competitive level in order to bring progress to the institution. The researcher emphasizes this for future researchers
so that they can use this research as a reference for similar research. Future researchers are expected to complete
the missing parts of this research, such as updating theories for the next research review, increasing the number
of samples, and adding other variables that can influence organizational culture. The researcher hopes that future
researchers can also bring innovation so that further research can also be useful in the development of science,
especially in the field of human resource management.
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