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The study aims to measure the impact of some variables, 
i.e, characteristics of work on employee performance, organizational 
culture on employee performance, quality of interaction between 
supervisor and subordinates on performance, job satisfaction with 
employee performance, characteristics of work on job satisfaction, 
organizational culture on job satisfaction, and quality of interaction 
between superiors and subordinates on job satisfaction at 
the Mandailing Natal Transportation Office. In fact, from 
the perspective of management theory, organizational culture can 
affect worker job satisfaction directly (Tsang & Nguyen, 2023). 
The point of view used in this study is the associations’ point of 
view. In total, 31 civil servants participated in the research, and 
the Government Employees with Employment Agreements (Pegawai 
Pemerintah dengan Perjanjian Kerja — P3K) had 42 people 
who worked for more than five years at the Mandailing Natal 
Transportation Office. Meanwhile, 73 people took criteria to remove 
the notes and used samples. In this study, the data collection 
technique used questionnaire techniques. The data analysis techniques 
in this study use trajectory analysis, partial least squares (PLS), and 
hypotheses testing. The results of the first and second hypotheses 
recognized the characteristics and organizational culture of 
the Mandailing Natal Transportation Office. Third, the Mandailing 
Natal Transportation Office recognized the quality of interaction 
between leader and subordinates in terms of activity and satisfaction. 
 
Keywords: Work, Organizational Culture, Interaction, Performance, 
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1. INTRODUCTION 
 
Human beings are very important resources for 
the functioning of the wheels of the organization 
(Mahapatro, 2010; Snell & Morris, 2022; Swanson, 
2022). Without human elements, such as planners, 
implementers, and supervisors, the goals set in 
a governance institution will not be achieved, of 
course. Human resources must have standards of 
competence (Lusy, 2023), quality (Atmaja et al., 2023), 
and confidence (Mogea, 2023) in work tasks. 

Researchers have reviewed the important role of 
human resources in organizations, such as government 
institutions. In this phenomenon, human resources 
were organized by labor personnel, in accordance 
with their main duties and functions. This must not 
hinder, as far as possible, the effective exercise of 
their functions. Besides, human resources 
management is an important activity that is carried 
out to improve the capacity of staff (Bennett, 2022). 
Human resource development can be achieved 
through education and training — inside or outside 
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the workplace — through mutation or promotion. 
The will, motivation and skills of the personnel can 
be developed for the benefit of an entity related to 
the fulfillment of the obligations, principles and 
functions that correspond to the personnel of 
the apparatus. 

The provision of staff in government institutions 
that provide public services requires staff with good 
professionalism and a direct assessment of 
the community itself for staff care. Low worker 
activity will affect the quality of public services of 
a government agency that does not meet the public’s 
forecasts, as stated by (Berman et al., 2021). It is 
the work of a person or group that can be measured 
based on the responsibilities imposed on the individual 
or group. Success in achieving quality and objectives 
can influence job characteristics, organizational 
culture, the quality of interaction between older 
people and dependents, and workers’ job satisfaction 
(Sinaga et al., 2020). All this is closely related to 
the way in which the individuals of an agency show 
the quality of the activity. This will involve a great 
sense of responsibility and loyalty to the agency so 
that workers are more productive and do not belittle 
the work and responsibilities imposed on them. 
Every job and responsibility that has been assigned 
demands how quickly it trains and trusts top 
management. 

On the other side, the performance of 
an institution is affected by many factors, such as 
job characteristics, organizational culture, quality of 
interaction, and job satisfaction. In fact, from 
the perspective of management theory, organizational 
culture can affect worker job satisfaction directly 
(Tsang & Nguyen, 2023). According to Audina et al. 
(2017), work performance includes characteristics, 
leadership style, job satisfaction and organizational 
culture. Meanwhile, it suggests that the relationship 
between seniors and dependents has a positive and 
significant impact on performance. 

The theoretical perspective that can be used 
to telescope these descriptive facts is: first, 
the characteristics of the job are one of the factors 
that determine the suitability of people for a field of 
work and allow a person to be more successful in 
the field they want to achieve (Tsang & Nguyen, 2023). 
Due to the characteristics of the job, the worker is 
expected to be more oriented in the world of work 
bat. Workers will advance and receive sensations of 
pleasure until they achieve good results and high 
quality. The characteristics of the job will affect 
the psychological situation of a worker, that is, 
workers will feel significant about the specifications 
of the job to be faced. All workers will be 
responsible for the results of a job they perform and 
will be able to apply the knowledge acquired to cope 
with their work, as well as improve the quality of 
the person who obtain the final results. Meanwhile, 
the characteristic models are an enriching vision of 
work in which the aim is to design jobs that help 
stakeholders meet their needs for growth, recognition, 
and accountability. Job wealth adds a source 
of satisfaction to work. This method increases 
responsibility, autonomy and control. 

Secondly, the development of the work 
characteristics model, hereinafter referred to as 
the theory of work characteristics (Sumiati et al., 2021), 
provides information about work related to 
the obligations and responsibilities of a job 

established by workers. In previous studies, Rizka 
et al. (2022) noted that the supply of job characteristics 
refers to the capacity of human resources, based on 
the capacity and scope controlled by workers, and 
assigned tasks and responsibilities. Therefore, 
the staff will be able to act better so that it is more 
appropriate to the skills and areas that intend to 
assume the obligations and responsibilities attributed 
to them. However, the job satisfaction of workers is 
not effective when the characteristics of their work 
are very demanding, provided that they have greater 
job satisfaction, and have awards or characteristics 
of the work done. 

As stated by Hackman and Oldham (1976), 
the goal of job characteristics theory is to identify 
job characteristics, and how they blend in with 
job characteristics, organizational culture, quality 
of great interaction, worker satisfaction, and 
performance. The characteristics of the work are 
related to the evaluation and performance in their 
situation, according to Sugianto et al. (2018), job 
characteristics affect workers’ job satisfaction. 

In this study aims’, researchers who take this 
approach argue that an individual’s job satisfaction 
is determined based on job characteristics that 
meet that individual’s needs. Hence, the primary 
contribution of this paper is to uncover innovative 
insights into an effective organizational culture by 
focusing on some of the variables. The relevance and 
significance of the study lies in work demands which 
can help workers adjust their jobs, reducing 
uncertainty and minimizing the risk of learning 
through trial and error and promoting a positive 
work attitude. Personnel with direct work 
characteristics will also have better work results, so 
the work activity will be better and adequate. 

The structure of this paper is as follows. 
Section 2 reviews the relevant literature. Section 3 
analyses the methodology that has been used to 
conduct empirical research on the impact of job 
characteristics on worker activity. Section 4 and 
Section 5 provide and describe the results of a field 
study carried out by researchers. Section 6 concludes 
the research. 
 
2. LITERATURE REVIEW 
 
The importance of organizational culture in 
incorporating sustainability into an organization has 
been highlighted in both the cleaner production and 
strategic management literature (Assoratgoon & 
Kantabutra, 2023). In fact, the result of Kenedi et al.’s 
(2022) research shows that organizational culture 
affects employee performance based on organizational 
commitment itself (Rahmatullah et al., 2022). 
Meanwhile, according to Lengkong et al. (2016), 
organizational culture makes a company more 
successful and stable, more advanced, and anticipating 
environmental changes. A strong organizational 
culture protects the agency’s objectives, otherwise it 
will hinder the agency’s objectives. A strong, positive 
culture is highly influential on behavior and efficiency. 
Therefore, the organizational culture can influence 
the activity of the workers (Widarko & Brotosuharto, 
2022), creating a satisfactory and harmonious social 
environment (Strengers et al., 2022), and improving 
the work of the employees and satisfaction of 
the harmonious social environment. Besides, it can 
improve the activity of the entity and make 



Corporate Governance and Organizational Behavior Review / Volume 8, Issue 2, 2024 

 
203 

the activity of the agency more productive. 
A study conducted by Panjaitan et al. (2023) noted 
that organizational culture on job satisfaction has 
a positive and significant impact. Organizational 
culture is common for motivating the employees’ 
work to the fullest in a company and generally 
creating standards and values. At the same time, 
worker compliance is a measure of high-quality work, 
and many workers may be satisfied with their work 
to achieve organizational goals (Haryadi et al., 2022). 

An organization’s dependency can be observed — 
one way — through assessing organizational 
members regarding the interactions between 
superiors and subordinates. This condition impacts 
the dynamics of relations between elements in 
the organization. According to Xiao and Mao (2022), 
the quality model of superior and subordinate action 
is based on the belief that the leader develops 
a unique individual relationship with each person. 
Meanwhile, the quality of interaction between elders 
and subordinates (Richter et al., 2023) is based on 
the daily relationship between the leader and each 
follower and aims to increase the success of 
the organization, creating a positive relationship 
between the leader and his followers. According to 
the concept of leader exchange, Sethi et al. (2023) 
and Richter et al. (2023) stated that if the interaction 
between superiors and dependents is of high quality, 
it can have a positive impact on the formation of 
positive attitudes of workers, such as better work 
activity (Haryadi et al., 2022), job satisfaction, 
organizational commitment (Wua et al., 2022), 
reduction of worker turnover rates (Faeq & Ismael, 
2022), good psychology of workers (Helalat et al., 2023) 
and growth of positive behavior in the work 
environment (Abun et al., 2023). 

The hypotheses of this research are based on 
seven indicators and formulated as follows: 

H1: Characteristics of work positively impact 
employee performance. 

H2: Organizational culture has an impact on 
employee performance. 

H3: Quality of interaction between supervisor 
and subordinates has an impact on performance. 

H4: Job satisfaction positively impacts employee 
performance. 

H5: Characteristics of work has an impact on 
job satisfaction. 

H6: Organizational culture has an impact on job 
satisfaction. 

H7: Quality of interaction between superiors 
and subordinates has an impact on job satisfaction. 
 
3. RESEARCH METHODOLOGY 
 
3.1. Research design 
 
This study used a quantitative approach with a type 
of correlation association that measures relationships 
between two or more variables. This research aims 
to know the influence of independent variables (job 
characteristics, organizational culture, and the quality 
of interaction between supervisor and subordinates 
on performance) on the dependent variable (job 
satisfaction). In this study, measurements are carried 
out based on the appearance of the variables as they 
are without adjusting the conditions or manipulating 
the variables. 
 

3.2. Data collection 
 
The population of this research is employees of 
the Mandailing Natal Transportation Office. Data 
collection techniques were from respondents using 
non-probability sampling and quota sampling. 
The researcher opted for nonprobability sampling 
due to unequal opportunities for different population 
groups to participate. Nevertheless, the researcher 
established specific criteria for the sample, making 
quota sampling the suitable technique. In this 
study, the sample provisions are 31 civil servants 
and 42 employees of Government Employees with 
Employment Agreements (Pegawai Pemerintah 
dengan Perjanjian Kerja — P3K) who worked for 
more than 5 years at the Mandailing Natal 
Transportation Office. Sample selection was based 
on considerations of productive age workers at 
the Mandailing Natal Transportation Office. 

In this study, the structural equation modeling 
(SEM) method with SmartPLS (version 3) software 
was used as a research instrument for analysis. 
The SEM instrument used includes 3 activities 
simultaneously, namely inspection validity and 
reliability of instruments (confirmatory factor analysis), 
model testing relationship between variables (path 
analysis), and obtaining a model that is suitable for 
prediction (structural models and regression analysis). 
 
3.3. Employee performance 
 
According to Romli et al. (2022), performance is, 
above all, an expression of work in an organizational 
unit in which a person works. 

The notion of work is the result of the work 
evaluated, compared to the standards set to see if 
the worker’s activity is good. According to Sugiyono 
(2011), job workers compare standards and publish 
that information. 

It argues that the results of workers’ work in 
a given period are compared with different options, 
such as standards, objective criteria, and what they 
have agreed upon with each other (Nitisemito, 1996). 
The performance is higher at a person’s success 
level to know to what extent he obtains the defined 
performance. 

Based on this definition, it can be interpreted 
that their work results from a person’s work based 
on the schedule and predetermined objectives to set 
and achieve the company’s objectives so that 
workers have a good job. The main characteristics 
are high-level activity, risk-taking and assumption, 
realistic objectives, comprehensive work plan and 
efforts to achieve the objectives, investment 
(affirmation) use, and search for opportunities to 
develop a programmed plan. 
 
3.4. Employee performance appraisal 
 
According to the company, activity is moderated by 
management or authorities and generally moderated 
by areas of high activity or other designated areas 
(Mukrodi et al., 2022). The results are transfused to 
the labor administration for further analysis based 
on additional needs, whether for the benefit of each 
worker, for the benefit of the enterprise, or in 
the activities related to the programmed, the result 
of the programmed as a product and service and 
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based on the results of such products or services. 
A program can be an activity, function, project, or 
policy with an identifiable goal. 

In this study, the Mandailing Natal Transportation 
Office employs employee performance appraisals to 
assess and evaluate employee performance. These 
appraisals primarily inform employees about how 
their performance aligns with their supervisors’ 
expectations. Employee performance appraisals have 
found extensive use in state-owned enterprises, 
serving various purposes such as facilitating 
promotions, i.e., promoting primary transportation 
training at Mandailing Natal, recognizing achievements 
for its workers, enabling transfers, fostering career 
development, and, in some cases, addressing 
demotions. 
 
3.5. Job characteristics 
 
Job characteristics are critical to organizational 
productivity, and the job satisfaction of the Mandailing 
Natal Transportation Office staff is designed to play 
an essential role in the success and survival of 
the organization. By increasing competition, well-
designed work will attract and retain labor and 
motivate the production of quality products and 
services. 

According to Mukrodi et al. (2022), the work 
package’s characteristics are responsibilities, types 
of tasks, and degree of job satisfaction. Jobs that are 
good in themselves are more motivating for most 
people and for jobs that are not good. Carpenter 
et al. (2014) argue the introduction of the internal 
aspects of the work, changes in the necessary skills, 
clarity of procedures and tasks, the importance of 
tasks, authority, and responsibility, and the delay of 
the tasks performed. It is one of the characteristics 
of employees of the Mandailing Natal Transportation 
Office. To complete the work, it has a lot of morale 
and motivation to complete the work. In addition, 
dimensions are identified, improving organizational 
efficiency and job satisfaction (Rubiati, 2023). 

From this result, it can be concluded that 
the characters of the work at the Mandailing Natal 
Transportation Office are different from one type to 
another, the essence of the work, which collects 
the properties of the works found in all works, and 
which the workers feel and appreciate, but that to 
complete them someone needs skill. 
 
3.6. Job satisfaction 
 
Being an attitude, the definition of job satisfaction 
includes various things, such as a person’s 
behavioral conditions and tendencies. Satisfaction is 
not as real as it seems, but it can be done in a work 
result. Job satisfaction will be different from that of 
each individual. It is very difficult to know 
the satisfaction characteristics of each individual. 
Job satisfaction is an interesting problem because of 
its great impact on institutions, both in companies 
and in the organization/company. For workers, this 
job satisfaction will provoke pleasant sensations at 
work. Meanwhile, for companies, job satisfaction is 
beneficial for increasing productivity, and improving 
workers’ attitudes and behavior. This job satisfaction 
reflects someone else’s feelings about their work. 
Hence, Nainggolan et al. (2022) state that work joy is 
a feeling of reinvoicing, or not reinvoicing, with 

experience in the work of workers. Workplace 
satisfaction can be more accurately understood 
through the analysis of job activity, absenteeism 
rate, intent to change, age of workers, position level, 
and organizational size. 

Meanwhile, Luthans (2006) has talked about 
work, salary, promotion policy, supervision, and labor 
partnership. These factors should be the company’s 
responsibility to ensure their job satisfaction. 
Job satisfaction is the emotional situation of 
the employees, whether or not it occurs at 
the intersection between the value of workers’ 
remuneration and the compensatory value that 
the company or entity wants. According to Muis 
et al. (2018), job satisfaction is fundamentally 
an individual characteristic since each individual has 
a different degree of satisfaction depending on 
the value system applied to the employee. 
 
4. RESEARCH RESULTS 
 
The Mandailing Natal Transportation Office is 
a government agency that provides community 
services in fulfilling its obligations and responsibilities 
in the transport of Mandailing Natal. It has a rather 
complex structure that includes the head of 
the agency, the secretary, the scope of transport 
facilities and infrastructures, the supply of traffic, 
the transport zone, and the scope of control and 
operation. From the obligations and responsibilities 
acquired, the appropriate work characteristics 
required, the application of the organizational culture, 
the healthy and harmonious interaction, job 
satisfaction, and, ultimately, the appropriate activity. 
The excellent performance of an organization cannot 
be distinguished from the individual activity of 
workers and their groups. Natal Regency, an employee 
of the Mandailing Natal Transportation Office, still 
needs improvement. This condition can be seen by 
achieving worker unreliability, as indicated below. 
 
Table 1. Performance assessment of civil servants in 

the Mandailing Natal Transportation Office 
for 2020–2022 

 
Year Performance value Target 

2020 81.48 90–120 
2021 82.02 90–120 
2022 82.28 90–120 

 
The table shows that the performance value is 

only good if the goal has been achieved, so it still 
needs improvement. The average performance 
assessment achievement achieved, which every year 
experiences growth, is not too significant because 
the employee value has yet to be achieved. 
The employees must improve their performance as 
best as possible to achieve targets in the future. 
 

Table 2. Evaluation of P3K performance in 
the Mandailing Natal Transportation Office 

in 2020–2022 
 

Year Performance appraisal Target 
2020 82.30 91–100 
2021 82.57 91–100 
2022 82.74 91–100 
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From the table above, the performance of 
the P3K shows that it has yet to achieve its 
goal. Therefore, it is still necessary to improve 
the performance of P3K workers to achieve a target 
performance. The poor functioning of P3K Transport 
Office civil servants, civil servants, and P3K is due, 
among other things, to inadequate job characteristics, 
inadequate institutional culture, the quality of 
ineffective high-dependency relationships, and job 
satisfaction that has yet to be fully achieved. 

The problem is that the labor characteristics of 
Mandailing Natal Regency still need to be suitable 
for the position occupied by the workers or in their 
jobs, and it can be seen that they disagree with 
the academic background. Staff assignments 
sometimes need to be proportionate to the scope of 
their function. In addition, the organizational culture 
has not been fully established in the Mandailing 
Natal Transportation Office, where the points of 
the employees’ work culture, i.e., the “berahlas”, 
according to the State Civil Apparatus Law of 2014, 
has not been fully implemented, such as the shortage 
of competence and relations with non-collaborative 
workers. Another problem is that the quality of 
significant interaction needs to be improved, 
evidenced by the need for more communication 
between dependents and workers. Some workers 
often delay their work and complete it by the end of 
the last day. Therefore, sometimes the elders warn 
repeatedly but are not very concerned about 
the employees. While in Natal Regency, a worker at 
the Mandailing Natal Transportation Office, has been 
unable to prevent some workers from being satisfied 
with the work. This condition is due to less intensive 
communication, so the work environment between 
workers could be more pleasant and a reward for 
a job well done, and colleagues need more 
complementarity, promotion, and clarity. 
 
4.1. Hypothetical test of H11 
 
The results of the hypothetical test show that 
the relationship between the characteristic variables 
of work and the activity of workers has a correlation 
value of 1.974 (> 1.995). The value of the original 
samples is positive (0.223), which indicates that 
the relationship between the characteristics of 
the work and the yield is positive and significant. 
Therefore, it can be concluded that H1 was accepted 
since the statistical value > T-table was admitted. 

Job characteristics are a job description related 
to the duties and responsibilities of a job assigned 
to a worker. The worker is a way of seeing and 
defining the balance of an organization or company, 
as well as the results of the work of workers based 
on the quality and quantity obtained by a worker. 
The better the characteristics of the work, 
the performance of workers will increase and 
vice versa. 

From the results of this study carried out 
through a hypothetical test, the relationship between 
the characteristic variables of light work and 
the activity of workers has a correlational value 
in 1974 (> 1.995). The evolutionary value of the original 
sample is positive (0.223), indicating that 
the relationship between job characteristics and 
performance is positive and significant. Therefore, 
it can be concluded that H1 of this study is admitted 
since the statistical value is > T-table. 

4.2. Hypothetical test of H2 
 
The results of the hypothetical test show that 
the relationship between the variables of 
organizational culture and the performance of 
workers has a correlation value of 2.399 (> 1.995). 
The estimated value of the original sample is 
positive (0.158), which indicates that the positive 
and significant direction of the relationship between 
organizational culture and the performance of 
workers is positive and significant. Therefore, it 
can be concluded that H2 was accepted, since 
the T-table > the statistical value was admitted. 

Organizational culture is one of 
the characteristics and beliefs shared by 
the members of a specific organization or group of 
companies. At the same time, activity results from 
work in terms of quality and number of works. 
According to research data conducted through 
2 hypothetical tests, the relationship between 
the variables of organizational culture directly and 
significantly influences, with a correlational value 
of 2.399 (> 1.995). 

The estimated value of the original sample is 
positive (0.158), which indicates that the positive 
and significant direction of the relationship between 
organizational culture and workers’ performance is 
positive and significant. Therefore, we can conclude 
that H2 was accepted in this study according to 
the statistical value of the T-table. 

This research coincides with the studies 
conducted by the organizations (Indajang et al., 2020; 
Jufrizen, 2017; Muis et al., 2018; Andayani & 
Tirtayasa, 2019; Wahyudi & Tupti, 2019), according 
to the results of the research, which demonstrate 
that organizational culture has a significant impact 
on the activity of workers. 
 
4.3. Hypothetical test of H3 
 
The results of the hypothetical test show that 
the relationship between the high and changing 
quality of subordinate interaction and worker 
performance has a correlation value of 2.403 (> 1.995). 
The value of the original samples is positive (0.104), 
which indicates that the quality ratio of 
the interaction between elderly and dependent 
people is positive and significant. It can be concluded 
that H3 was accepted because the statistical 
value > T-table was admitted. 

The quality of interaction between elderly and 
dependent people is generated in 4 indicators: 
affection, contribution, loyalty, and professional 
responsibility. The results of the analysis demonstrate 
that these four indicators are capable of completing 
leadership. The better the workers’ activity is 
managed, the faster the entity’s objectives will be 
achieved. 

Based on the hypothetical test results, the ratio 
between the elderly and dependents and workers 
is 2.403 (> 1.995). The value of the original samples 
is positive (0.104), which indicates that the quality-
quality ratio of the interaction between elderly and 
dependent people is positive and significant. 
Therefore, H3 was accepted since the statistical 
value was > T-table. 

This study coincides with the studies signed by 
Subyantoro (2009) and Muis et al. (2018), which 
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show that the quality of interaction between superiors 
and subordinates significantly influences workers’ 
activity. 
 
4.4. Hypothetical test of H4 
 
The results of the hypothetical test show that 
the relationship between the change in job 
satisfaction and the worker’s performance has 
a correlation value of 6.932 (> 1.995). 

The estimated value of the original sample is 
positive (0.623), which indicates that the relationship 
between job satisfaction and worker performance is 
positive and significant. Therefore, it can be 
concluded that H4 was accepted since the statistical 
value was > T-table. 

Job satisfaction is the attitude or feeling of 
a worker, pleasant or not, or a measure of 
satisfaction for working in a job being performed. 
Although organization is a way of looking at and 
defining balance, the quality and quantity obtained 
by a worker are also a measure of the results of 
workers’ work. 

Among the results of the H4 test, the relationship 
between job satisfaction and workers’ performance 
variables shows a correlation value of 6.932 (> 1,995). 
The estimated value of the original sample is 
positive (0.623), which indicates that the relationship 
between job satisfaction and worker performance is 
positive and significant. Therefore, it can be 
concluded that H4 was accepted since the statistical 
value > T-table was accepted. 

The results of this research coincide with 
the studies by Adhan et al. (2020), Andayani and 
Tirtayasa (2019), and Wahyudi and Tupti (2019). 
 
4.5. Hypothetical test of H5 
 
The results of H5 show that the relationship 
between the characteristic variables of work and job 
satisfaction has a correlation value of 4.502 (> 1.995). 
The estimated value of the original sample is 
positive (0.448), indicating that the relationship 
between job characteristics and job satisfaction is 
positive and significant. Therefore, it can be 
concluded that H5 was accepted since the statistical 
value was > T-table. 

Work characteristics are the basis of 
organizational productivity and job satisfaction. 
Workers are designed to play an important role in 
the success and survival of the organization. 
The increase in competition, well designed, will 
make it possible to attract and retain the workforce, 
as well as to reason the production of quality products 
and services. From the results of the hypothesis 
tests, the relationship between the variables that 
characterize work and job satisfaction shows 
a correlation value of 4.502 (> 1.995). The estimated 

value of the original sample is positive (0.448), 
indicating that the relationship between job 
characteristics and job satisfaction is positive and 
significant. Therefore, it can be concluded that H5 
was accepted since the statistical value was > T-table. 

This study coincides with the studies carried 
out by Rizka et al. (2022) the results of the study 
show that job characteristics significantly influence 
job satisfaction. 
 
4.6. Hypothetical test of H6 
 
The results of the hypothetical test show that 
the relationship between the variables of 
organizational culture and job satisfaction has 
a correlational value of 4.120 (> 1.995). The estimated 
value of the original sample is positive (0.359), 
which indicates that the positive and significant 
direction of the relationship between organizational 
culture and job satisfaction is positive and 
significant. Therefore, it can be concluded that H6 
was accepted since the statistical value was > T-table. 

The organizational culture, that is, everything 
that has to do with the models of habits that are 
carried out in a company, can influence what is 
called job satisfaction, and the worker can be 
satisfied with his work to achieve organizational 
objectives. 

From the results of the hypothetical test, it is 
shown that the relationship between the variables of 
organizational culture and job satisfaction has 
a correlational value of 4.120 (> 1.995). The estimated 
value of the original sample is positive (0.359), 
which indicates that the positive and significant 
direction of the relationship between organizational 
culture and job satisfaction is positive and 
significant. Therefore, it can be concluded that H6 
was accepted since T-table > the statistical value was 
admitted. 

The results of this research coincide with 
the research investigated by Meilina (2016). The results 
of mechanical research show that organizational 
culture significantly influences job satisfaction. 
 
4.7. Hypothetical test of H7 
 
The results of the hypothetical test show that 
the relationship between the high and changing 
quality of interaction between superiors and 
subordinates and the job satisfaction of dependents 
has a correlational value of 2.090 (> 1.995). 
The value of the original samples is positive (0.150), 
which indicates that the quality and job satisfaction 
of the interaction between elderly and dependent 
people is positive and significant. In this study, 
it can be concluded that H7 is accepted since 
the statistical value is > T-table. 
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Figure 1. Results of the bootstrapping structural equation 
 

 
Source: Authors’ elaboration. 
 

Table 3. Specialistic independent efficient hypotheses testing 
 

Relationship O M STDEV O/STDEV P-values 
Organizational culture → Job satisfaction → Employee performance 0.223 0.221 0.062 3.581 0.000 
Characteristics of work → Job satisfaction → Employee performance 0.279 0.268 0.075 3.711 0.000 
Quality of interaction between superiors and subordinates → Job satisfaction → 
Employee performance 

0.094 0.099 0.046 2.035 0.042 

Note: O — Original sample, M — Sample mean, STDEV — Standard deviation, O/STDEV — T-statistics. 
Source: Authors’ elaboration using SmartPLS. 
 

The value of the original samples is positive 
at 0.150, which indicates that the quality of 
interaction between superiors and subordinates and 
job satisfaction of the interaction between elderly 
and dependent people is positive and significant. 
Therefore, it can be concluded that H7 was accepted 
since the statistical value was > T-table. 

This research coincided with previous research 
and was investigated by researchers such as Rismawati 
and Mattalata (2018) and Yuzarni et al. (2022) in 
a high-quality interaction between elders and 
subordinates. Therefore, the higher the quality of 
interaction between seniors and dependents, the more 
work there will be in the Mandailing Environmental 
Service. 

The quality of interaction between older and 
dependent people is the quality exchange of 
the relationship between dependent people and their 
elderly. Work joy is loving a job that allows 
the employees to feel happy and enjoy morale, 
achievement, and work. Increasing the quality of 
the relationship between high-sex workers and 
dependents increases job satisfaction, and workers 
feel more comfortable working with us, which 
increasingly increases the loyalty that workers give 
to agencies. The results of the hypothesis test show 
that the quality variables correlate with the job 
satisfaction of tall and dependent women. 

5. DISCUSSION 
 
5.1. The impact of characteristics of work on job 
satisfaction through employee performance 
 
The results show that the results of the intervention 
test vary between job characteristics and job 
satisfaction through worker activity, with 
a correlation value of 3.711 (< 1.995). The estimated 
value of the original sample is positive (0.279), 
which indicates that the direction of the relationship 
between the variable’s characteristic of work and job 
satisfaction is positive and significant. Therefore, it 
can be concluded that H4 was accepted since 
the statistical value was > T-table. 

The results of this study show that job 
characteristics have an important influence on 
the determination of job satisfaction and worker 
activity. Workers prefer to use skills and offer a lot 
of work, and retro isles ask them what they are 
doing. Because of these characteristics, the job is 
mentally challenging. In fact, having less work 
means losing your job. A stressful and discreet job 
will hinder job satisfaction and a challenging job will 
increase job satisfaction. This study shows that 
the relationship between the main dimensions of job 
characteristics and job satisfaction is very large for 
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workers who want responsibility, the meaning of 
work, self-control, retroactivity of work activity and 
possibilities for progress. 

According to the results of the H4 test, 
the results of the intervention test vary between job 
characteristics and job satisfaction through worker 
activity, with a correlational value of 3.711 (< 1.995). 
The estimated value of the original sample is 
positive (0.279), which indicates that the positive 
and significant direction of the relationship between 
job characteristics and job satisfaction variables is 
positive and significant through the performance of 
workers. Therefore, it can be concluded that H4 was 
accepted since the statistical value > T-table was 
accepted. The results of this research are in line with 
previous research that was conducted by Januardi 
and Budiono (2021) and Yuzarni et al. (2022). 
The results of the mechanical research show that job 
characteristics and job satisfaction have a significant 
effect on employee performance. 
 
5.2. The impact of organizational culture on job 
satisfaction through employee performance 
 
The results of the H6 show that the results of 
the intervention test of organizational culture 
variables on job satisfaction through the activity of 
workers have a correlation value of 3.581 (< 1.995). 
The estimated value of the original sample is 
positive (0.223), which indicates that the positive 
and significant direction of the relationship between 
organizational culture and job satisfaction is 
positive and significant, with the performance of 
the worker. Therefore, it can be concluded that H6 
was accepted since the statistical value was > T-table. 

The organizational culture is an organizational 
character in the motivational organization of 
the worker and, in general, in good norms and 
values, and is a measure of the results of the work 
of the workers, and the satisfaction of their work 
can be satisfied with the work of the worker 
with the achievement of the objectives of 
the organization. 

According to the results of test 6, the results of 
the intervention test of the cultural variable of job 
satisfaction of the worker are 3.581 (< 1.995), with 
a correlative value > 1.995. 

The results of this research are in line with 
previous research conducted by (Subyantoro, 2009; 
Busro, 2018). The results show organizational 
culture on employee performance through job 
satisfaction has an impact on employee performance. 

5.3. The impact of quality of interaction between 
superiors and subordinates on job satisfaction 
through employee performance 
 
The results of the test of the H7 show that among 
the results of the intervention test on the quality of 
worker interaction of 2.035 (< 1.995) is positive, 
which indicates that the relationship between superiors 
and subordinates is positive and significant, so it 
can be concluded that hypothesis H7 was accepted, 
since the statistical value of T-table > was admitted. 
Satisfied with work, salary and good relationship 
with the elderly, dependents will feel a greater 
automatic responsibility for their work to maintain 
their activity. The interaction between older people 
and people with high-quality dependency can 
generate greater satisfaction, productivity and work 
activity of workers. From the results of the H7, 
the difference between the results of the intervention 
test variable, the quality of the interaction between 
older people and dependent people in job satisfaction. 
 
6. CONCLUSION 
 
The main findings of this paper show that the job 
satisfaction of the staff of the Mandailing Natal 
Transportation Office deduces the quality of 
the interaction between elderly and dependent 
people, the organizational culture, and the quality of 
the work activity. Besides, the characteristics of 
the work have a positive and significant impact 
on the activity of the workers of the Mandailing 
Natal Transportation Office. The organizational culture 
has a positive and significant impact on the activity 
of the staff of the Mandailing Natal Transportation 
Office, and also the quality of the interaction 
between superiors and subordinates has a positive 
and significant impact on the activity of the staff of 
the Mandailing Natal Transportation Office. 

The implication of the research results is that 
organizational culture has a positive and significant 
effect on job satisfaction at the Mandailing Natal 
Transportation Office. Based on these implications, 
this research is important for future research because 
future research can make the empirical study of 
the efforts that can be made by the Mandailing Natal 
Transportation Office to improve the quality of its 
workers through improving organizational culture. 

The limitations of this research lie in human 
resources (researchers) who have not optimally 
collected data from the entire population. Therefore, 
for further research, researchers hope that the quantity 
of human resources can be developed optimally. 

 
REFERENCES 
 
Abun, D., Macaspact, L. G. R., Valdez, E. B., & Julian, F. P. (2023). The effect of innovative work environment on 

the innovative work behavior of employees. International Journal of Research in Business and Social 
Science, 12(3), 140–158. https://doi.org/10.20525/ijrbs.v12i3.2467 

Adhan, M., Jufrizen, Prayogi, M. A., & Siswadi, Y. (2020). Peran mediasi komitmen organisasional pada pengaruh 
kepuasan kerja terhadap kinerja dosen tetap universitas swasta di Kota Medan [The mediating role of 
organizational commitment on the effect of job satisfaction and performance of full-time lecturers at 
private universities in Medan City]. Jurnal Samudra Ekonomi dan Bisnis, 11(1), 1–15. https://doi.org/10
.33059/jseb.v11i1.1654 

Andayani, I., & Tirtayasa, S. (2019). Pengaruh kepemimpinan, budaya organisasi, dan motivasi terhadap kinerja 
pegawai [The effect of leadership, organizational culture, and motivation on employee performance]. 
Maneggio: Jurnal Ilmiah Magister Manajemen, 2(1), 45–54. https://doi.org/10.30596/maneggio.v2i1.3367 

Assoratgoon, W., & Kantabutra, S. (2023). Toward a sustainability organizational culture model. Journal of Clearer 
Production, 400, Article 136666. https://doi.org/10.1016/j.jclepro.2023.136666 



Corporate Governance and Organizational Behavior Review / Volume 8, Issue 2, 2024 

 
209 

Atmaja, D. S., Fachrurazi, Abdullah, Fauziah, Zaroni, A. N., & Yusuf, M. (2023). Actualization of performance 
management models for the development of human resources quality, economic potential, and financial 
governance policy in Indonesia Ministry of Education. Multicultural Education, 9(1), 1–15. https://repository
.uinsi.ac.id/bitstream/handle/123456789/2651/Actualization%20Of%20Performance%20Management%20Models
%20For%20The%20Development%20Of%20Human%20Resources%20Quality%2c%20Economic%20Potential%2c
%20And%20Financial%20Governance%20Policy%20In%20Indonesia%20Ministry%20Of%20Educationdwi.pdf?se
quence=1&isAllowed=y 

Audina, G. O., Triwibisono, C., & Aisha, A. N. (2017). Perancangan sistem pengukuran kinerja organisasi pada PT XYZ 
dengan metode balanced scorecard [Design of organizational performance measurement system at PT XYZ 
with balanced scorecard method]. JISI: Jurnal Integrasi Sistem Industri, 4(2), 93–98. https://doi.org/10
.24853/jisi.4.2.93-98 

Bennett, E. E. (2022). Leveraging technology to design and deliver human resource development. In P. Holland, 
T. Bartram, T. Garavan, & K. Grant (Eds.), The Emerald handbook of work, workplaces and disruptive 
(pp. 261–276). Emerald Publishing Limited. https://doi.org/10.1108/978-1-80071-779-420221026 

Berman, E. M., Bowman, J. S., West, J. P., & Van Wart, M. R. (2021). Human resource management in public service 
(7th ed.). CQ Press. 

Busro, M. (2018). Teori-teori manajemen sumber daya manusia [Human resource management theories] (1st ed.). 
Prenadamedia Group. 

Carpenter, N. C., Berry, C. M., & Houston, L. (2014). A meta-analytic comparison of self-reported and other-reported 
organizational citizenship behavior. Journal of Organizational Behavior, 35(4), 547–574. https://doi.org
/10.1002/job.1909 

Faeq, D. K., & Ismael, Z. N. (2022). Organizational culture as a mediator between employee dissatisfaction and 
turnover intention. International Journal of English Literature and Social Sciences, 7(5), 95–110. 
https://doi.org/10.22161/ijels.75.17 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. Organizational 
Behavior and Human Performance, 16(2), 250–279. https://doi.org/10.1016/0030-5073(76)90016-7 

Haryadi, D., Setiawati, E. T., & Juhandi. (2022). The role of organizational culture on improving employee 
performance through work discipline. Jurnal Mantik, 6(1), 686–698. https://iocscience.org/ejournal/index
.php/mantik/article/view/2304 

Hasibuan, M. S. P. (2017). Manajemen sumber daya manusia [Human resource management]. Bumi Aksara. 
Helalat, A., Sharari, H., Qawasmeh, R., Bani-Mustafa, A., & Alkhazali, Z. (2023). Revisiting the relationship between 

transformational leadership and employee psychological empowerment: A more holistic view using 
organisational culture. Cogent Business & Mangement, 10(3), Article 2254023. https://doi.org/10.1080
/23311975.2023.2254023 

Indajang, K., Jufrizen, J., & Juliandi, A. (2020). Pengaruh budaya organisasi dan kepemimpinan kepala sekolah 
terhadap kompetensi dan kinerja guru pada yayasan Perguruan Sultan Agung Pematangsiantar 
[The influence of organizational culture and principal leadership on teacher competence and performance 
at the Sultan Agung Pematangsiantar College Foundation]. Jupiis: Jurnal Pendidikan Ilmu-Ilmu Sosial, 12(2), 
393–406. https://doi.org/10.24114/jupiis.v12i2.17881 

Januardi, D., & Budiono, B. (2021). Pengaruh karakteristik pekerjaan terhadap kepuasan kerja melalui komitmen 
organisasi (Studi pada karyawan bank wilayah Surabaya) [The effect of job characteristics on job 
satisfaction through organizational commitment (Study on bank employees in Surabaya Region)]. Jurnal 
Ilmu Manajemen, 9(1), 253–263. https://doi.org/10.26740/jim.v9n1.p253-263 

Jufrizen, J. (2017). Efek moderasi etika kerja pada pengaruh kepemimpinan transformasional dan budaya organisasi 
terhadap kinerja karyawan [Moderating effect of work ethics on the effect of transformational leadership 
and organizational culture on employee performance]. E-Mabis: Jurnal Ekonomi Manajemen Dan Bisnis, 
18(2), 145–158. https://doi.org/10.29103/e-mabis.v18i2.180 

Kenedi, J., Satriawan, B., & Khaddafi, M. (2022). The effect of organizational culture on employee performance. 
International Journal of Educational Review, Law and Social Sciences, 2(6), 817–826. https://doi.org/10
.54443/ijerlas.v2i6.443 

Lengkong, S. J., Lapian, J., & Lengkong, V. (2016). Analisis peran kualitas interaksi atasan dan bawahan terhadap 
organizational citizenship behaviorberdasarkan persepsi pegawaidi Dinas Pendidikan Nasional Provinsi 
Sulawesi Utara [Analysis of the role of quality of interaction between superiors and subordinates on 
organizational citizenship behavior based on employee perceptions in the National Education Office of 
North Sulawesi Province]. Jurnal Berkala Ilmiah Efisiensi, 16(4), 864–870. https://ejournal.unsrat.ac.id/v3
/index.php/jbie/article/view/13838 

Lusy. (2023). MSME financial report quality seen from human resource competence, implementation of financial 
accounting standards, and social capital. International Journal of Economics, Business and Accounting 
Research, 7(2), 1–23. https://jurnal.stie-aas.ac.id/index.php/IJEBAR/article/view/8087 

Luthans, F. (2006). Perilaku organisasi [Organizational behavior]. Andi. 
Mahapatro, B. B. (2010). Human resource management. New Age International Ltd. 
Martono, N. (2014). Metode penelitian kuantitatif: Analisis isi dan analisis data sekunder [Quantitative research 

method: Content analysis and secondary data analysis]. RajaGrafindo Persada. 
Meilina, R. (2016). Pengaruh karakteristik pekerjaan,kepuasan kerja, dan komitmen organisasi terhadap 

organizational citizenship behavior pada karyawan Bri Kediri [The influence of job characteristics, job 
satisfaction, and organizational commitment on organizational citizenship behavior of employees in Bri 
Kediri]. Eksis: Jurnal Riset Ekonomi Dan Bisnis, 11(1), 61–72. https://doi.org/10.26533/eksis.v11i1.32 

Mogea, T. (2023). The importance of human resources training to improve organizational performance. CENDEKIA: 
Jurnal Ilmu Sosial, Bahasa Dan Pendidikan, 3(2), 58–72. https://prin.or.id/index.php/cendikia/article/view/954 

Muis, M. R., Jufrizen, J., & Fahmi, M. (2018). Pengaruh budaya organisasi dan komitmen organisasi terhadap kinerja 
karyawan [The effect of organizational culture and organizational commitment on employee performance]. 
Jurnal Ekonomi & Ekonomi Syariah, 1(1), 9–25. https://www.researchgate.net/publication/337026344
_Pengaruh_Budaya_Organisasi_Dan_Komitmen_Organisasi_Terhadap_Kinerja_Karyawan 



Corporate Governance and Organizational Behavior Review / Volume 8, Issue 2, 2024 

 
210 

Mukrodi, Catio, M., & Sutoro, M. (2022). Manajemen sumber daya manusia [Human resource management]. Unpam Press. 
Mulyana, T., Sari, I. T. P., & Riksaraka, G. (2020). Job characteristic model terhadap employee engagement pada PTPN 

VIII Dayeuhmanggung Garut [Job characteristic model of employee involvement at PTPN VIII 
Dayeuhmanggung Garut]. Jurnal Wacana Ekonomi, 19(3), 143–156. https://www.researchgate.net/publication
/351143666_Job_Characteristic_Model_Terhadap_Employee_Engagement_Pada_PTPN_VIII_Dayeuhmanggung
_Garut 

Nainggolan, H., Ulya, Z., Kusumadewi, R. N., Selasi, D., Wahyuningsih, R. S. H., Setiawan, R., Andriani, D., Rusmardiana, A., 
Permata, S., Abdullah, Wahidayanti, Sofyanty, D., Utami, N. E., Sipayung, B., & Ridwan, H. (2022). 
Manajemen sumber daya manusia: Teori dan implementasi [Human resource management: Theory and 
implementation]. Eureka Media Aksara. 

Nitisemito, A. S. (1996). Manajemen personalia: Manajemen sumber daya manusia [Personnel management: Human 
resource management]. Ghalia Indonesia. 

Panjaitan, H. P., Awal, M., Komardi, D., Tjahjana, D. J. S., & Purnama, I. (2023). Organizational culture, leadership, 
and competency on job satisfaction and employees performance at the public works and Spatial Planning 
Office of Pekanbaru. International Conference on Business Management and Accounting, 1(2), 401–416. 
https://www.ejournal.pelitaindonesia.ac.id/ojs32/index.php/ICOBIMA/article/view/3065 

Pasaribu, L. V., Risamasu, F., & Arfusau, W. A. I. (2023). Analisis pengaruh budaya organisasi dan motivasi terhadap 
kinerja pegawai: Pada Balai Pengembangan Kegiatan Belajar (BPKB) Dinas Pendidikan, Pemuda dan 
Olahraga Provinsi Papua [Analysis of the effect of organizational culture and motivation on employee 
performance: A case study of the Learning Activity Development Center (BPKB) of the Education, Youth 
and Sports Office of Papua Province]. Adhigana Papua: Jurnal Ilmiah Magister Manajemen, 1(1), 43–54. 
https://doi.org/10.61331/adhiganapapua.v1i1.6 

Rahmatullah, A., Ramdansyah, A. D., Kambara, R., & Haryadi, D. (2022). Improving organizational performance with 
organizational culture and transformational leadership through intervening organizational commitment 
variables. Dinasti International Journal of Digital Business Management, 3(2), 161–176. https://doi.org/10
.31933/dijdbm.v3i2.1118 

Richter, V., Janjic, R., Klapper, H., Keck, S., & Reitzig, M. (2023). Managing exploration in organizations: The effect of 
superior monitoring on subordinate search behavior. Strategic Management Journal, 44(9), 2226–2254. 
https://doi.org/10.1002/smj.3491 

Rismawati, & Mattalata. (2018). Evaluasi kinerja: Penilaian kinerja atas dasar prestasi kerja berorientasi kedepan 
[Performance evaluation: Performance appraisal based on future-oriented work performance]. Celebes 
Media Perkasa. 

Rizka, A. I., Sumardjo, M., & Setiadi, I. K. (2022). Transformational leadership and employee engagement analysis on 
employee performance readiness to change at human resources development agency. Journal of Social 
Science, 3(2), 212–229. https://jsss.co.id/index.php/jsss/article/view/311 

Romli, A. N., Adhilla, F., & Hidayat, A. C. (2022). The influence of organizational culture, work motivation, leadership 
and work environment on the performance of KSPPS BMT Bif Bina Ihsanul Fikri employees in Yogyakarta 
City. Jurnal Manajemen Dewantara, 6(3), 229–243. https://www.researchgate.net/publication/365949900
_THE_INFLUENCE_OF_ORGANIZATIONAL_CULTURE_WORK_MOTIVATION_LEADERSHIP_AND_WORK_ENVI
RONMENT_ON_THE_PERFORMANCE_OF_KSPPS_BMT_BIF_BINA_IHSANUL_FIKRI_EMPLOYEES_IN_YOGYAKA
RTA_CITY 

Rubiati, R. (2023). Pengaruh karakteristik pekerjaan terhadap kepuasan kerja melalui keterlibatan kerja sebagai 
variabel intervening pada PT. Duren Mandiri Fortuna Jambi [The effect of job characteristics on job 
satisfaction through job involvement as an intervening variable at PT. Duren Mandiri Fortuna Jambi] 
[Master’s thesis, Jambi University]. https://repository.unja.ac.id/54620/ 

Sethi, D., Pereira, V., Chakraborty, T., & Arya, V. (2023). The impact of leader-member exchange, perceived 
organizational support, and readiness for change on job crafting behaviours in HRM in an emerging 
market. The International Journal of Human Resource Management, 34(22), 4261–4290. https://doi.org/10
.1080/09585192.2023.2189021 

Sinaga, O. S., Hasibuan, A., Efendi, E., Priyojadmiko, E., Butarbutar, M., Purba, S., Karwanto, K., Silalahi, M., 
Hidayatulloh, A. N., & Muliana, M. (2020). Manajemen kinerja dalam organisasi [Performance management 
in organizations]. Yayasan Kita Menulis. 

Snell, S., & Morris, S. (2022). Managing human resources (19th ed.). Cengage Learning. 
Strengers, J., Mutsaers, L., van Rossum, L., & Graamans, E. (2022). The organizational culture of scale-ups and 

performance. Journal of Organizational Change Management, 35(8), 115–130. https://doi.org/10.1108
/JOCM-09-2021-0268 

Subyantoro, A. (2009). Karakteristik individu, karakteristik pekerjaan, karakteristik organisasi dan kepuasan kerja 
pengurus yang dimediasi oleh motivasi kerja (Studi pada pengurus KUD di Kabupaten Sleman) [Individual, 
job and organizational characteristics and job satisfaction mediated by work motivation (Study on KUD 
management in Sleman Regency)]. Jurnal Manajemen Dan Kewirausahaan, 11(1), 11–19. 
https://jurnalmanajemen.petra.ac.id/index.php/man/article/view/17740 

Sugianto, Hermanto, B., Muhyi, H. A., & Purnomo, M. (2018). The effect of job characteristics on job satisfaction and 
its impact on employee performance. Advances in Social Sciences Research Journal, 5(9), 95–101. 
https://doi.org/10.14738/assrj.59.5172 

Sugiyono. (2011). Metode penelitian kuantitatif kualitatif dan R&D [Quantitative, qualitative and R&D research 
methods]. Alfabeta. 

Sumiati, S., Mardiana, S., & Sinaga, R. S. (2021). The effectiveness of archievements in improving administrative 
services in the government section in the Office of the Regent of the Regency of Batu Bara. Jupiis: Jurnal 
Pendidikan Ilmu-Ilmu Sosial, 13(2), 325–331. https://doi.org/10.24114/jupiis.v13i2.28385 

Swanson, R. A. (2022). Foundations of human resource development (3rd ed.). Berret-Kohler Publishers. 



Corporate Governance and Organizational Behavior Review / Volume 8, Issue 2, 2024 

 
211 

Tsang, S.-S., & Nguyen, T. V. T. (2023). Sociocultural adaptation and job satisfaction as mediators between cultural 
competence and intention to stay among Vietnamese workers in Taiwan. Humanities and Social Sciences 
Communications, 10(1), Article 292. https://doi.org/10.1057/s41599-023-01798-5 

Wahyudi, W. D., & Tupti, Z. (2019). Pengaruh budaya organisasi, motivasi dan kepuasan kerja terhadap kinerja 
[The effect of organizational culture, motivation and job satisfaction on performance]. Maneggio: Jurnal 
Ilmiah Magister Manajemen, 2(1), 31–44. https://doi.org/10.30596/maneggio.v2i1.3363 

Widarko, A., & Brotosuharto, M. K. A. (2022). Work motivation and organizational culture on work performance: 
Organizational citizenship behavior (OCB) as mediating variable. Golden Ratio of Human Resource 
Management, 2(2), 123–138. https://goldenratio.id/index.php/grhrm/article/download/207/158 

Wua, I. W. G., Noermijati, N., & Yuniarinto, A. (2022). The influence of organizational culture on the employee 
performance mediated by job satisfaction and organizational commitment. JAM: Jurnal Aplikasi 
Manajemen, 20(3), 542–551. http://doi.org/10.21776/ub.jam.2022.020.03.07 

Xiao, J., & Mao, J.-Y. (2022). Negative role modeling in hospitality organizations: A social learning perspective on 
supervisor and subordinate customer-targeted incivility. International Journal of Hospitality Management, 
102, Article 103141. https://doi.org/10.1016/j.ijhm.2022.103141 

Yusuf, Y. O., & Saragih, R. (2020). The effect of organizational culture on employee loyalty. Almana: Jurnal 
Manajemen dan Bisnis, 4(3). https://doi.org/10.36555/almana.v4i3.1476 

Yuzarni, R., Deltu, S. N., & Anugrah, A. (2022). Kajian literatur: Peran fungsi manajemen sumber daya manusia 
terhadap bisnis jasa makanan [Literature review: The role of human resource management functions on 
foodservice businesses]. Journal of Food and Culinary, 5(1), 39–48. https://doi.org/10.12928/jfc.v5i1.6580 

 
 
 


