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ABSTRACT

This study aims to analyze the influence of organizational culture on employee performance,
the influence of organizational culture on organizational commitment, the influence of
organizational culture on employee performance through organizational commitment and the
role of motivation in moderating the influence of organizational culture on employee
performance. This type of research is an associative research using saturated sampling where
all members of the population are sampled as many as 85 employees. Data collection
techniques are used by questionnaires and data analysis techniques are used by Partial Least
Square (SmartPIs). Research results show that: (1) the influence of organizational culture on
employee performance is positive and significant; (2) the influence of organizational culture
on positive and significant organizational commitment; (3) the effect of organizational
commitment on positive and significant performance; (4) organizational commitment acts as
a mediator on the influence of organizational culture on employee performance; (5)
motivation does not act as a moderation on the influence of organizational culture on
employee performance
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INTRODUCTION

In a government institution, employee performance is very important to support
and help achieve the work targets of each employee, therefore the institution must always
control its employees whether their employees are working well in order to be able to
improve performance more effectively and efficiently for achieve their work targets.
Effective and efficient performance improvement by each employee is one of the most
coveted by the leadership of the institution. Employees will get an award for every
performance they provide with their abilities, skills, and self-motivation. However,
superiors play a very important role in planning, implementing, and controlling an
organization. In this case, superiors must have an important role in their efforts to manage
their employees in improving their performance.  Organizations need to pay special
attention to the achievements obtained by employees by providing rewards (prizes),
rewards, and (rewards) and motivation to work enthusiastically, have high responsibility
for their duties, so that an organization will easily fulfill the planned goals (Lina, 2014).

Employee performance is influenced by several factors such as organizational
culture factors, organizational commitment and work motivation, where this organizational
culture becomes a habit and tradition that must be done and carried out by each employee
of the organization to show one of the performance on the organization. The performance
is shown by individuals is often used to refer to individual achievements and levels of
success in carrying out organizational activities. Performance is the work result of
employees both in terms of quality and quantity in carrying out and completing tasks
assigned to the employee by the superior or their leader based on their role in the company
(Jufrizen, 2016).

According to Busro (2018) says about organizational culture is a shared perception
is held by organizational members as an organizational value system is adhered to by
organizational members, which then influences the way the organization members work
and behave. Each organization has a different culture that they apply in the organization.
In fact, the organizational culture adopted is not implemented and carried out properly,
there are still many employees who have not yet carried out the organizational culture
adhered to in the Regional Office of the Directorate General of Treasury, North Sumatra
Province. But several factors besides organizational culture, there are several more factors
that can affect employee performance, namely work commitment and motivation because
some of these factors can improve employee performance in achieving the goals of an
organization.

Therefore organizational commitment is also very important in an institution to
realize the goals of the institution, commitment can be realized if individuals in the
organization carry out their rights and obligations in accordance with their respective
duties and functions in the organization, because for the achievement of organizational
goals is the result of work. All members of the organization who are collective
(Kurniawan, 2013). Meanwhile, according to (Mathis & Jackson, 2000) providing a
definition of organizational commitment is the degree to which employees believe and
accept organizational goals and will remain or will not leave the organization. Motivation
also determines the results of employee performance, if there is a decrease in work
motivation of each employee, the employee cannot deliver their performance results
optimally and efficiently. Motivation is employee motivation or employee mental attitude
that leads or encourages behavior toward the achievement of needs that provide
satisfaction (Hasibuan, 2003). Basically, the motivational factors are grouped into two
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groups, namely internal factors and external factors. Internal factors (personal
characteristics) in motivation include needs, wants and expectations that are contained in
the person. External factors (company characteristics) consist of work environment, salary,
working conditions, and company policies, and work relationships such as awards,
promotions, and responsibilities (Mangkunegara, 2005).

However, in this study, among the factors above, the writers focus on four factors
to be studied in this study, namely organizational culture on employee performance which
is mediated by organizational commitment and moderated by work motivation. A
phenomenon that often occurs in every government institution, the lack of employee
performance levels due to the implementation of a poor organizational culture at the
Regional Office of the Directorate General of Treasury of North Sumatra Province is not
implemented. Within a government agency it is also very much determined by the internal
environmental conditions and organizational behavior that does not want to commit to the
organization, a phenomenon that often occurs resulting in good performance in an
institution that can be damaged either directly or indirectly by unwilling employee
attitudes doesn’t want to committed to the organization (Anggraeni, 2016). Employees in a
government agency can be motivated by providing what the employees need and want.

Organizational culture is a system of values and norms that are shared by members
of the organization, if employees see that the values and norms are very important and
meaningful to them and the system is very valuable, with this one of the supporting
employees are doing their work comfortably and supporting the performance results they
provides. Besides culture, organizational commitment is very important to support their
performance in the first work contract when entering the world of work, from that
commitment the institution can assess how much each employee wants to see their
organization progress and achieve all the goals are desired by the organization. Leaders
must always control each member; they need to be motivated with support and all kinds of
motivation so that their performance is better, and always stay in harmony with their
subordinates to create an organizational culture and a very comfortable work environment
for better performance than before.

Organizational culture is a system of values and norms that are shared by members
of the organization, if employees see that the values and norms are very important and
meaningful to them and the system is very valuable, with this one of the supporting
employees are doing their work comfortably and supporting the performance results they
provides.

Based on theoretical studies and previous research, it is stated that. The results
showed that organizational culture has a positive influence on performance (Nystrom,
1993); (Gultom, 2014); (Jufrizen, et al., 2017) ; (Jufrizen, 2017); (Muis, Jufrizen, &
Fahmi, 2018) dan (Andayani & Tirtayasa, 2019). Research by Fey & Denison (2000)
shows that a well-developed and orderly organizational culture in the company will have
an effect on improving employee performance. So it can be concluded that the positive
influence of organizational culture on improving employee performance.

Organizational culture is very important to have a sense of comfort in the work
environment, as well as very important commitment for any government agency
employees who have a commitment to themselves to quickly complete work contracts
properly will be able to bring the institution to its goal. Then it can be hypothesized that:
H1: Organizational culture affects employee performance
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It was also explained by (Robbins & Judge, 2013) who state that indicators of
organizational culture formation are attention to detail, people orientation, team oriented,
aggressiveness, and stability. This means that through a process that has been regulated by
the organization, and applying the principles of organizational culture, it is hoped that it
can form a strong organizational commitment. This means that organizational culture has a
positive effect on organizational commitment. Meanwhile, the research conducted shows
that organizational culture has a positive effect on organizational commitment (Jandeska &
Maria, 2005), (Jufrizen et al., 2017) and (Muis et al., 2018). Then it can be hypothesized
that:

H2: Organizational culture affects employee organizational commitment

Organizational commitment is very important to support their performance in the
first employment contract when they enter the world of work, from that commitment the
institution can assess how much each employee wants to see their organization progress
and achieve all the goals are desired by the organization. The results of research is
conducted by (Pahmi et al., 2011) show that organizational commitment has a positive
effect on employee performance. The results show in his research that organizational
commitment has a positive effect on employee performance (Suwardi & Utomo, 2011) and
(Jufrizen, Gultom, Sitorus, Sari, & Nasution, 2018) and (Adhan, Jufrizen, Prayogi, &
Siswadi, 2020). Based on the theory above, it can be hypothesized that:

H3: Organizational commitment affects employee performance

Research is conducted by Hakim (2015) shows that organizational culture has a positive
and significant influence on organizational commitment and employee performance. It also
found that organizational commitment has a positive and significant effect on employee
performance, and organizational commitment has a significant role as a mediating variable
between organizational culture and employee performance. Research is conducted by
Soepardjo & Seno (2014) shows that organizational culture has a significant influence on
employee performance. Organizational commitment has a significant effect on employee
performance. Organizational culture factors and organizational commitment have a
simultaneous or joint effect on employee performance. Furthermore, the results of the
study concluded that the Organizational Commitment variable had a positive effect on
employee performance. This is in accordance with the hypothesis which states that
organizational commitment has an effect on employee performance (Gusty & Seno, 2018).
Based on the theory above, it can be hypothesized that:

H4: Motivation plays a role as moderation of organizational culture on employee
performance

Leaders must always control each member; they need to be motivated with support
and all kinds of motivation so that their performance is better, and always stay in harmony
with their subordinates to create an organizational culture and a very comfortable work
environment for better performance than before. The opinion of Hutomo & Akhmad
(2015) in conducting research on the moderating effect of the influence of organizational
culture on performance shows that motivation moderates the influence of organizational
culture on employee performance. Research by (Dian, 2017) shows good motivation
results show good performance. Based on the theory above, it can be hypothesized that:
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H5: Organizational commitment acts as a mediator for organizational culture on
employee performance.

Work Motivation

Organizational
Culture

v N Performance

Organizational
Commitment

Figure 1. Conceptual Framework

A

METHOD

This study uses an explanatory research approach, which aims to explain the causal
relationship between the research variables and the testing hypothesis (Nasution, et al.,
2020). The approach used is an associative approach. The population of this study was
all employees of the Regional Office of the Directorate General of Treasury in North
Sumatra Province, totaling 85 people. The sampling technique for nonprobability
sampling is saturated sampling in which all members of the population are sampled
(Sugiyono, 2010). In this study, the sample that will be used is the number of the
population of the employees of the Regional Office of the Directorate General of
Treasury, North Sumatra Province. Data collection techniques in this study using a list of
guestions or questionnaires. This study uses partial regression analysis (Partial Least
Square / PLS) to test the hypothesis proposed in this study. Each hypothesis will be
analyzed using SmartPLS 3.0 software to test the relationship between variables.

RESULTSAND DISCUSSION
Measurement Model Analysis

The statistics used in composite reliability are the composite reliability values above
6.0, indicating that the construct has high reliability or reliability as a measuring tool. A
limit value of 0.6 and above means acceptable and above 0.8 and 0.9 means very satisfying

(Juliandi, 2018).
Tabel 1. Result of Composite Reliability
Composite Reliability

X 0.901

Z2 0.904

Y 0.933

Organizational Culture *Work 0.874
Motivation

The conclusion of testing composite reliability is variable X is reliable, because the
value of composite reliability X is 0.901> 0.6. The variable Z2 is reliable, because the
composite reliability value of Z2 is 0.904> 0.6. The variable Y is reliable, because the
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value of the composite reliability Y is 0.933> 0.6. And the variable X * Z2 is reliable,
because the value of the composite reliability X * Z2 is 0.874> 0.6.

Average Variance Extracted (AVE) describes the amount of variance that can be
explained by items compared to the variance is caused by measurement error. The default
is if the AVE value is above 0.5, it can be said that the construct has a good convergent
validity. This means that the latent variable can explain the average of more than half the
variance of the indicators.

Table 2. Result of Average Variance Extracted (AVE)
Composite Reliability

X 0.535
Z2 0.544
Y 0.638
Organizational Culture *Work Motivation 0.152

The conclusion of the Average Variance Extracted test is that the Variable X is
reliable, because the Average Variance Extracted X value is 0.535> 0.5. The variable Z1 is
reliable, because the Average Variance Extracted Z1 value is 0.544> 0.5. The variable Y is
reliable, because the Average Variance Extracted Y value is 0.638> 0.5 and the variable
Organizational Culture*Work Motivation is not reliable, because the Average Variance
Extracted Organizational Culture*Work Motivation is 0.152 <0.5.

Discriminant validity is the extent to which a construct is completely different from
other constructs (a construct is unique) (Juliandi, 2018). The best new measurement
criterion is looking at the Heretroit-Monotrait Ratio (HTMT) value. If the HTMT value is
<0.90, then a construct has good discriminant validity according to (Juliandi, 2018).

Table 3. Descriminant Validity
Discriminant Validity

X Z2 Y Organizational Culture*Work
Motivation
X 0.343
Z2
Y 1.004 0.259 0.220
Organizational 0.259 0.468

Culture*Work Motivation

The conclusion of the Heretroit-Monotrait Ratio (HTMT) test is that the variable of
organizational culture on work motivation has a Heretroit-Monotrait Ratio value of 0.343
<0.915, meaning that the discriminant validity is good, or really from the construction. The
variable of organizational culture on the performance of the Heretroit-Monotrait Ratio
value is 1.004> 0.90, which means that the discriminant validity is not good, or is not
completely different from other constructs (the construct is not unique). The variable of
organizational culture on organizational culture*work motivation, the value of Heretroit
Monotrait Ratio 0.259 <0.90, means that the discriminant validity is good, or really from
the construction (the construct is unique). Variable organizational culture*work motivation
on work motivation Heretroit Monotrait Ratio value 0.468 <0.90 it means that the
discriminant validity is good, or really from the construction (the construct is unique).
Organizational culture variable*work motivation on the performance value of Heretroit
Monotrait Ratio 0.220 <0.90 it means that the discriminant validity is good, or really from
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the construction (the construct is unique) and the performance variable on work
motivation, Heretroit Monotrait Ratio value of 0.259 <0.90, means that the discriminant
validity is good, or really from the construction (the construct is unique).
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Figure 2. Standardized Loading Factor Inner and Outer Model

Structural Model Analysis (Inner Model)

The definition of R-Square is a measure of the proportion of the variation in the
value of the affected (endogenous) variable which can be explained by the variables that
influence it (exogenous). This is useful for predicting whether a model is good / bad
(Juliandi, 2018).

Table 4. R-Square
R-Square R-Square Adjusted
Y 0.841 0.835

The conclusion from testing the r-square value on is that the R-Square Adjusted for
the Path model using moderator variables is 0.835. This means that the variable ability of
organizational culture, work motivation and organizational culture*work motivation
(interaction of organizational culture with work motivation) in explaining performance is
83.5%, thus the model is classified as substantial. F2 effect size (F-Square) is a measure
used to assess the relative impact of an influencing (exogenous) variable on the affected
(endogenous) variable. The change in R2 value when certain exogenous variables are
removed from the model can be used to evaluate whether the omitted variables have a
substantive impact on endogenous constructs (Juliandi, 2018).
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Table 5. F-Square
X Z2 Y Organizational
Culture*Work Motivation

X 4.008
Z2 0.001
Y
Organizational Culture*Work 0.031
Motivation

From the table above it is known that the performance variable on organizational
culture has a value of f2 = 4.008, so the strong effect of exogenous variables on
endogenous. The performance variable on work motivation has a value of f2 = 0.001,
hence the small effect of exogenous variables on endogenous. And the variable
performance on organizational culture* work motivation has a value of f2 = 0.031, so the

small effect of exogenous variables on endogenous.
Table 6. Direct Effect

Original Sample Standard T Statistics t table P-
Sample (O) Mean (M) Deviation (|O/STERR)) Value
(STDEV)
X->Y 0,895 0,891 0,043 20,695 1,982 0.000
22->Y -0,016 -0.014 0,046 0,355 1,982 0.723
X*Z2 ->Y 0.079 0.057 0,113 0,703 1,982 0,482

The conclusion of the direct effect value is X to Y: path coefficient = 20.695> T-
table = 1.982 meaning, the effect of X on Y is significant. Z2 to Y: Path coefficient =
0.355 <T-Table = 1.982 means that the effect of Z2 on Y is not significant. X * Z2 to Y:
Path coefficient = 0.703 <T-Table = 1.982, meaning that the moderator variable (Z2) does
not moderate the effect of an endogenous variable (free) on the endogenous (dependent)
variable.

il Z.5 26 Z7 8 7.9

NN R

a3 a7os 35s0 4904 48T 3055 ggey” oo T

\\I//

X1 -
L \ *
Motivation ¥.2
X2 .
R\&wg -0.076 {0.359) 20984 7
RN 10231 2
kis.om \ o™
o 7.037 /20'0684 4
: 11168 = ( EE— Y5
= 0.895 (20.695) —21.529
P v

1 8502

1422;’ Organizational Performance - N Y6
846 Culture 0.079 (0.703) 16.348 ~g
a7 i v

I A
: @ )

Organizational Culture
Motivation

X6

Figure 6. T-Value Inner and Outer Model
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The t test that is carried out is the result of the t test from the bootstrap calculation.
The t test results in the image above will then be compared with the t table value.

Discussion
The Influence of Organizational Culture on Performance

From the results of data analysis, it is known that organizational culture has a
positive and significant effect on performance. This means that organizational culture is an
important factor that affects performance, because by carrying out an organizational
culture that is applied to each employee properly, it will create a comfortable working
environment, with a comfortable working environment that will create an increase in
employee performance. This indicates that the organizational culture must be implemented
very well to maintain company values and maintain a comfortable work environment for
better performance results. The results of this study are supported by several researchers
who also say that a well-developed and orderly organizational culture in the company will
have an effect on increasing employee performance, which is positive and significant (Fey
& Denison, 2000); (Parry & Thomson, (2003) (Nystrom, 1993); (Gultom, 2014); (Jufrizen
etal., 2017); (Jufrizen, 2017); (Muis et al., 2018) and (Andayani & Tirtayasa, 2019)

The Influence of Organizational Culture on Organizational Commitment

From the results of data analysis, it is known that organizational culture has a
positive and significant effect on organizational commitment. This means that an
organizational culture that is adopted and carried out strongly by each employee can
provide quality and will have a positive impact on other members of the organization,
namely reducing the tendency of employees to leave the organization, from such a thing
will create organizational commitment. This indicates that every employee must carry out
an organizational culture with values that are instilled in the company every day, in order
to create commitment within employees. The results of this study are supported by several
researchers who also say that the stronger the organizational culture, the higher the
organizational commitment in employees (Taurisa & Ratnawati, 2012); (Fauzi, Warso, &
Haryono, 2016); (Jandeska & Maria, 2005) and (Muis et al., 2018).

The Influence of Organizational Commitment on Performance

From the results of data analysis, it is known that organizational commitment has a
positive and significant effect on performance. This means that the higher the employee's
organizational commitment, the impact on the employee's performance improvement. This
indicates that every employee must have a commitment in himself to improve performance
and can achieve the goals of the organization, with commitment that employees will be
more responsible for their work compared to employees who are not committed. The
results of this study are supported by several researchers who also state that organizational
commitment has a positive and significant effect on performance (Suwardi & Utomo,
2011); (Bunga, 2012). Likewise, several other research results show in their research that
organizational commitment has a positive and significant effect on employee performance
(Pahmi et al., 2011), (Jufrizen et al., 2018) and (Adhan et al., 2020).
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The Influence of Organizational Culture on Performance Mediated by
Organizational Commitment

From the results of data analysis, it is known that organizational commitment
mediates the influence of organizational culture on performance. This means that if
organizational commitment arises in each employee, it will indirectly has a very good and
positive impact on the employees themselves and a reflection of the company itself,
because when the employee is committed, the employee will automatically every day carry
out the organizational culture happily which has an impact on the company's outstanding
performance to achieve it. The results of this study are supported by several researchers
who say the influence of organizational culture on performance is mediated by
organizational commitment, saying that organizational culture has a very positive and
significant effect on performance and is mediated by organizational commitment (Nurdin
& Acep, 2016);(Tarjono & Asep, 2018), (Soepardjo & Seno, 2014), (Gusty & Seno, 2018).

The Influence of Organizational Culture on Performance Moderated by Work
Motivation

From the results of data analysis, it is known that motivation does not moderate the
influence of organizational culture on performance. This means that direct motivation has
no close relationship (not related) at all to organizational culture. Motivation has a strong
attachment to employee performance. High motivation will result in high performance,
fulfillment of the needs that motivate employees in the workplace to improve employee
work performance in accordance with their respective contributions. Thus, if the needs that
become employees' work motivation are increasingly fulfilled, the employee's performance
will be even higher. The results of this study are supported by several other studies which
are inconsistent showing that work motivation does not moderate the effect of
organizational culture on performance (Dian, 2017); (Hutomo & Akhmad, 2015) dan
(Sutarno, 2011). The results of this study are also supported by several studies that are in
line, stating that work motivation positively moderates or strengthens the influence of
organizational culture on organizational performance. This shows that every interaction of
organizational culture with work motivation increasing by one unit will result in increasing
organizational performance (Kadek & Widanaputra, 2017); (Widyastuti & Hasan, 2015).
Implications

The results of this study are expected to provide both theoretical and managerial

implications, the following are the implications of the results of this study. 1.) The
theoretical implications, based on the research model analyzed in this study, can strengthen
theoretical concepts and provide support for previous research, literature that explains the
influence of the role of work motivation in moderating the influence of organizational
culture on motivation on organizational commitment and performance. employees who
have strengthened their existence by theoretical concepts and the relationship between
these variables. 2.) Managerial Implications, based on the results of the analysis that has
been carried out, to improve the performance and commitment of employee organizations
with moderation of work motivation can be done through improving organizational culture
which will be able to increase the performance commitment of these employees.
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CONCLUSION

Based on the analysis and discussion of the research results, the writers concluded
that the variable organizational culture has a positive and significant effect on employee
organizational commitment. Organizational culture variables have a positive and
significant effect on performance. Organizational commitment variable has a positive and
significant effect on performance. Organizational commitment mediates the influence of
organizational culture on performance and motivation does not moderate the influence of
organizational culture on performance by showing a positive but insignificant effect.
Writers provide suggestions that might benefit the parties involved in this study, namely
that the company should carry out each function of organizational culture well, so that a
better work environment can be created. The commitment of each employee must be
further improved, in order to achieve the achievements of the company targets. The
performance of every employee who always gives their performance very well is given a
reward, as a sign that the company appreciates the performance that has been given to the
company. It is better if the work motivation of the boss is increased again, such as
supervision and attention to employees who work for company goals.
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