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ABSTRACT Article History 

Research Aims: The purpose of this study is to determine the 
influence of organizational culture and work motivation on 
employee performance at PT Pillar Nusa Wisata in South 
Jakarta. The method used is quantitative, with a population 
and sample size of 43 employees. 
Design/methodology/approach: The data analysis used was 
data instrument testing, classical assumption testing, linear 
regression testing, correlation coefficient testing, 
determination coefficient testing, and hypothesis testing.   
Research Findings:  Based on the results of the study, 
organizational culture has a significant effect on employee 
performance at PT Pillar Nusa Wisata in South Jakarta with a 
partial coefficient of determination value of 80.0% and a 
hypothesis test obtained a t-count value > t-table or (12.792 < 
2.021). This is also reinforced by a significance value < 0.05 
or (0.000 < 0.050). Work motivation has a significant effect on 
employee performance at PT Pillar Nusa Wisata in South 
Jakarta with a partial determination coefficient of 83.8% and 
a hypothesis test value of tcount > ttable or (12.792 < 2.021). 
The hypothesis test obtained a t-count value > t-table or 
(14.547 > 2.021). This is also reinforced by a significance 
value of < 0.05 or (0.000 < 0.050). Organizational Culture 
and Work Motivation simultaneously have a significant effect 
on Employee Performance at PT Pillar Nusa Wisata in South 
Jakarta, with a simultaneous coefficient of determination of 
86.1%. The hypothesis test obtained an fcount > ftable or 
(123.774 > 3.23). 
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INTRODUCTION 

Today's business and organizational world is evolving rapidly along with technological 

advances, globalization, and increasing competition across various sectors. This situation 

demands that every company be able to adapt quickly to changes in both the external and 

internal environment. An organization's success no longer depends solely on capital, 

technology, or marketing strategies, but is also greatly influenced by the quality of its human 

https://ejournal.45mataram.ac.id/index.php/economina


 

JURNAL ECONOMINA 5 (8) 2026 doi.org/10.55681/economina.v5i8.2929 

 

 

The Influence of Organizational Culture and Work Motivation...  −    5483 

Angga Pratama et al 

 

resources. Human resources are a critical asset that determines a company's long-term 

sustainability and competitiveness. 

Human resources are a vital asset in any organization. They are the only resource best 

able to manage other resources. In other words, human resources are key to creating a positive 

work environment for employees and motivating them to perform, thus achieving job 

satisfaction, which ultimately increases employee commitment to the organization and 

ultimately achieving company goals. This also applies to companies in the 

telecommunications services sector, which require significant resources.  

In this case, human resources are the employees in a company, who consistently strive 

to work to the best of their ability to achieve the company's desired performance. A sense of 

comfort and security will influence the work environment, which can motivate employees to 

be more diligent in completing their tasks and will help achieve better performance. To 

achieve performance that meets expected criteria, it is recommended that companies 

encourage their employees to work hard so they consistently achieve company targets. 

PT Pillar Nusa Wisata is a company specializing in domestic tour and ticket bookings. 

Through interviews, the author noted that PT Pillar Nusa Wisata has 43 employees. The 

following is the author's pre-survey data on PT Pillar Nusa Wisata employees from 2021 to 

2023. 

 

RESEARCH METHODS 

The research method used in this study is quantitative, because the data in this study 

consists of numbers and analysis using statistics. According to Sugiyono (2018:13), 

quantitative methods are research methods based on positivism (concrete data), where 

research data consists of numbers measured using statistics as a calculation tool, related to the 

problem being studied to draw conclusions. Positivism is applied to a specific population or 

sample. 

This study employed a quantitative method with an associative analysis approach and 

descriptive research. This is because the variables will be analyzed in relation to each other, 

and the goal is to present a general overview of the relationships between the variables 

studied. The population in this study was all 43 employees of PT Pillar Nusa Wisata. 

Meanwhile, the sample in this study consisted of 43 respondents. 

Data collection techniques are the methods used to gather research materials. These 

techniques include observation, documentation, questionnaires, interviews, and tests or 

assessments. 

 

RESULTS AND DISCUSSION 

1. Normality Test 
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A normality test is performed to determine the distribution of a data set, whether it has a 

normal distribution pattern or not. A good regression model is one in which the dependent and 

independent variables are normally or nearly normally distributed. 

Table 4 

Normality Test 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residual 

N 43 

Normal Parameters a,b Mean .0000000 

Standard Deviation 3.22179611 

Most Extreme Differences Absolute .121 

Positive .121 

Negative -.117 

Test Statistics .121 

Asymp. Sig. (2-tailed) .119 c 

a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

Source: Data processed using SPSS. 

Based on the results of the normality test using the One Sample Kolmogorov-Smirnov 

Test, the Asymp. sign value (two-tailed) was obtained at 0.119. This value is greater than the 

0.05 significance level, so it can be concluded that the data is normally distributed. This 

means that the residuals from the regression model meet the normality assumption, so the data 

is suitable for further regression analysis. This can also be seen in the P Plot. If the data 

distribution pattern is around the diagonal line and close to the diagonal line, then the data is 

said to be normally distributed on the P Plot graph. The P Plot for this study is as follows: 
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Figure 1 

P-Diagram Normality Test 

 

 

 

 

 

 

Source: Data processed using SPSS. 

The Normal P–P graph of the Standardized Residuals of the Regression above shows the 

results of the normality test for the dependent variable Employee Performance. The graph 

shows that the data points (residuals) are scattered around the diagonal line and follow the 

direction of the line. This pattern indicates that the distribution of residuals in the regression 

model approaches a normal distribution. In other words, the distribution of residual data does 

not deviate significantly from the diagonal line, thus concluding that the assumption of 

normality is met. 

2. Multicollinearity test 

The multicollinearity test was used to determine whether the regression model in this study 

experienced multicollinearity between variables by comparing the tolerance value and the 

Variance Inflation Factor (VIF). One study showed that there is no multicollinearity if the 

tolerance value exceeds 0.10 and the VIF value is less than 10. 

Table 5 

Multicollinearity Test Results 

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 2.115 2,301  .919 .364   

Organizational 

culture 

.350 .136 .361 2,582 .014 .177 5,635 

Work motivation .586 .140 .587 4,196 .000 .177 5,635 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS. 

Based on the results of the multicollinearity test in the Coefficient table, it can be seen 

that the Tolerance value for the Organizational Culture (X₁) and Work Motivation (X₂) 
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variables is 0.177, while the Variance Inflation Factor (VIF) value for both is 5.635. Since the 

results obtained show that Tolerance is 0.177 > 0.10 and VIF is 5.635 < 10, it can be 

concluded that there is no multicollinearity among the independent variables in this regression 

model. 

3. Heteroscedasticity test 

The heteroscedasticity test is used to determine whether there is inequality of variance in 

a regression model. A good regression model does not exhibit heteroscedasticity. 

 
Figure 2 

Heteroscedasticity Test Results  

Source: Data processed using SPSS 

Based on the scatterplot graph, it can be seen that the data points are randomly distributed 

above and below the horizontal axis (axis 0 in the Standard Predicted Value Regression) 

without forming a specific pattern, either widening or narrowing. This random distribution 

pattern indicates that there is no heteroscedasticity in the regression model. Testing for 

heteroscedasticity by looking at the scatterplot has significant weaknesses, considering that 

the number of observations greatly affects the plot results. Therefore, to determine whether 

heteroscedasticity occurs in the regression model, heteroscedasticity testing is carried out 

using the Glejser test below: 

Table 6 

Glejser Heteroscedasticity Test 

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1,568 1,541  1,017 .315 

Organizational 

culture 

-.112 .091 -.450 -1,230 .226 

Work motivation .135 .094 .527 1,441 .158 

a. Dependent Variable: ABS_res 

Source: Data processed using SPSS. 
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Based on the Glejser test results in the table above, the significance value (Sig.) for the 

Organizational Culture variable is 0.226 and for the Work Motivation variable is 0.158, both 

of which are greater than 0.05. This indicates that the regression model used does not show 

any heteroscedasticity. 

4. Autocorrelation Test 

The autocorrelation test is used to determine whether there is a correlation between the 

disturbance error in period t and the disturbance error in the previous period (t-1) in the linear 

regression model. 

Table 7 

Autocorrelation Test Results 

Model Summary b 

Model R R Square 

Adjusted R 

Square 

Standard 

Error of the 

Estimate 

Durbin-

Watson 

1 .928 a .861 .854 3.56581 1,558 

a. Predictors: (Constant), Work Motivation, Organizational Culture 

b. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the test results in the table above using the Durbin-Watson test, a dw value of 

1.558 was obtained, which can be compared with the sample size (n) = 43 and the 

independent variable (k) = 2, resulting in a dL value of 1.4151 and a dU value of 1.6091, so 

that the 4 – dU value is 2.3909 and the 4 – dL value is 2.5849. Therefore, it can be concluded 

that the results of the autocorrelation test using the Durbin Watson test, with a DW value of 

1.558, are in the range of 1.550 – 2.460, which means there is no autocorrelation in the 

regression model. 

5. Simple Linear Regression Analysis 

Simple regression analysis can be used to determine the direction of the relationship 

between an independent variable and a dependent variable, whether the relationship is 

positive or negative, and to predict the value of the dependent variable when the value of the 

independent variable increases or decreases. The results of a simple linear regression analysis 

are as follows: 

Table 8 

Simple Regression Test on the Influence of Organizational Culture (X1) on Employee 

Performance (Y) 

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 
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1 (Constant) 5,046 2,599  1,941 .059 

Organizational 

culture 

.867 .068 .894 12,792 .000 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

From the regression calculations in the table above, the regression equation Y = 5.046 + 

0.867X1 is obtained. From the equation above, the following conclusions can be drawn: 

1) 1) This shows that the constant value (5.046) means that if the Organizational Culture 

variable (X1) has a value of 0, then employee performance (Y) will be 5.046. 

2) 2) The regression coefficient value of Organizational Culture (X1) is 0.867, which means 

that if the constant remains the same, every 1 point change in the Organizational Culture 

variable (X1) will result in a change in employee performance (Y) of 0.867. Based on the 

table above, the significance value is 0.000 > 0.05, which can be concluded that this 

regression shows a significant positive relationship between Organizational Culture and 

employee performance variables. 

Table 9 

Simple Regression Test Results of Work Motivation Variables on Employee 

Performance 

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2,790 2,439  1,144 .259 

Work 

motivation 

.914 .063 .915 14,547 .000 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

From the regression calculations in the table above, the regression equation Y = 2.790 + 

0.914X2 is obtained. From the equation above, the following conclusions can be drawn: 

1) 1) This shows that the constant value (2.790) means that if the Work Motivation variable 

(X2) has a value of 0, then employee performance (Y) will have a value of 2.790. 

2) 2) The regression coefficient value for Work Motivation (X2) is 0.914, which means that 

if the constant remains the same, every 1 point change in the Work Motivation variable 

(X2) will result in a change in employee performance (Y) of 0.914. Based on the table 

above, the significance value is 0.000 > 0.05, which can be concluded that this regression 

shows a significant positive relationship between Work Motivation and employee 

performance variables. 

6. Multiple Linear Regression Analysis 
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Multiple linear regression analysis is used to predict the dependent variable when the 

independent variable is increased or decreased. The following results were obtained from the 

data processing: 

 

 

 

Table 10 

Multiple Regression Test Results  

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2.115 2,301  .919 .364 

Organizational 

culture 

.350 .136 .361 2,582 .014 

Work motivation .586 .140 .587 4,196 .000 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the results obtained from the table above, the multiple linear regression 

equation is as follows: 

Y = 2.115 + 0.350X1 + 0.586X2 + e 

Based on this multiple linear regression equation, an analysis can be carried out regarding the 

influence of each independent variable on the dependent variable, namely: 

1) From the multiple linear regression equation above, the constant value (2.115) shows that 

the values of Organizational Culture (X1) and Work Motivation (X2) remain constant (0), 

so that the value of Employee Performance (Y) is 2.115. 

2) The regression coefficient value of Organizational Culture (X1) has a positive influence of 

0.350, meaning that if the value of other independent variables remains constant and there 

is a change of 1 in the value of Organizational Culture, Employee Performance will 

increase by 0.350. A positive coefficient means that there is a positive relationship 

between Organizational Culture and Employee Performance; the higher the 

Organizational Culture, the higher the Employee Performance. 

3) The regression coefficient value of Work Motivation (X2) has a positive effect of 0.586, 

meaning that if other independent variables remain constant and there is a change of 1 in 

Work Motivation, Employee Performance will increase by 0.586. A positive coefficient 

indicates a positive relationship between Work Motivation and Employee Performance; 

the higher the Work Motivation, the higher the Employee Performance. 

7. Correlation Coefficient Analysis 
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Correlation analysis is used to measure the strength of the relationship between 

independent and dependent variables. In this case, the analysis is used to measure the 

relationship between Organizational Culture (X1) and Work Motivation (X2) with Employee 

Performance (Y). 

 

 

 

Table 11 

Results of Partial Correlation Test of Organizational Culture Variables on Employee 

Performance 

Correlations 

 

Organizational 

culture 

Employee 

performance 

Organizational 

culture 

Pearson Correlation 1 .894 ** 

Sig. (2-tailed)  .000 

N 43 43 

Employee 

performance 

Pearson Correlation .894 ** 1 

Sig. (2-tailed) .000  

N 43 43 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Data processed using SPSS. 

Based on the test results in the table above, the correlation coefficient for the organizational 

culture variable is 0.894, within the range of 0.800–1.000, indicating a very strong 

relationship. This indicates a very strong relationship between organizational culture and 

employee performance. 

Table 12 

Results of Partial Correlation Test of Work Motivation Variables on Employee 

Performance 

Correlations 

 

Work 

motivation 

Employee 

performance 

Work motivation Pearson Correlation 1 .915 ** 

Sig. (2-tailed)  .000 

N 43 43 

Employee 

performance 

Pearson Correlation .915 ** 1 

Sig. (2-tailed) .000  

N 43 43 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Data processed using SPSS 
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Based on the test results in the table above, the correlation coefficient for the work 

motivation variable is 0.915, which falls within the range of 0.800–1.000, indicating a very 

strong relationship. This indicates a very strong relationship between work motivation and 

employee performance. 

 

 

 

Table 13 

Results of Simultaneous Correlation Test of Organizational Culture and Work 

Motivation Variables on Employee Performance 

Model Summary b 

Model R 

R 

Square 

Adjusted R 

Square 

Standard 

Error of the 

Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .928 a .861 .854 3.56581 .861 123,774 2 40 .000 

a. Predictors: (Constant), Work Motivation, Organizational Culture 

b. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the test results in the table above, it can be seen that the correlation value 

between the organizational culture variable (X1) and the work motivation variable (X2) is 

0.928, which is in the range of 0.800–1.000, indicating a very strong relationship. This means 

that the relationship between organizational culture variables and work motivation variables 

on employee performance is very strong. 

8. Analysis of the Coefficient of Determination 

The coefficient of determination is a measure that describes how much of the variation in 

a dependent variable can be explained by the independent variables. In other words, this 

coefficient is used to assess the extent to which the independent variables can explain the 

dependent variable. 

Table 14 

Results of the Partial Determination Coefficient Test of Organizational Culture on 

Employee Performance 

Model Summary b 

Model R R Square 

Adjusted R 

Square 

Standard Error 

of the Estimate 

1 .894 a .800 .795 4.22683 

a. Predictors: (Constant), Organizational Culture 

b. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 
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Based on the table above, it can be seen that the R-squared value is 0.800 or 80.0%. This 

value indicates that organizational culture (X1) contributes or influences employee 

performance (Y) by 80.0%, while the remaining 100% - 80.0% = 20% is influenced by other 

factors. 

 

 

 

 

Table 15 

Results of the Partial Determination Coefficient Test of Work Motivation Variables on 

Employee Performance 

Model Summary b 

Model R R Square 

Adjusted R 

Square 

Standard Error 

of the Estimate 

1 .915 a .838 .834 3.80429 

a. Predictors: (Constant), Work Motivation 

b. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the table above, the R-squared value is 0.838, or 83.8%. This value indicates 

that work motivation (X2) contributes to or influences employee performance (Y) by 83.8%. 

The remaining 16.2%, 100% - 83.8%, is the influence of other factors. 

Table 16 

Results of the Simultaneous Determination Coefficient Test of Organizational Culture 

and Work Motivation Variables on Employee Performance 

Model Summary b 

Model R R Square 

Adjusted R 

Square 

Standard Error 

of the Estimate 

1 .928 a .861 .854 3.56581 

a. Predictors: (Constant), Work Motivation, Organizational 

Culture 

b. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the table above, it can be seen that the R-squared value is 0.861 or 86.1%. This 

value indicates that organizational culture (X1) and work motivation (X2) simultaneously 

contribute or influence employee performance (Y) by 86.1%, while the remaining 100% - 

86.1% = 13.9% is influenced by other variables not examined in this study. 

9. Hypothesis Testing 

1) Partial Test (t-Test) 
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The t-test is conducted to determine the magnitude of the influence of each independent 

variable individually on the dependent variable by comparing the calculated t-value with the 

t-table. 

 

 

 

 

 

 

Table 17 

Partial Test Results (t-test) of Organizational Culture on Employee Performance  

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 5,046 2,599  1,941 .059 

Organizational 

culture 

.867 .068 .894 12,792 .000 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 

Based on the hypothesis testing using the t-test in the table above, it can be concluded 

that the influence of organizational culture on employee performance can be determined 

based on the t-count and t-table values. Organizational culture obtained a t-count value of 

(12.792) and a t-table value of (2.021). The value obtained is Tcount > Ttable (12.792 > 

2.021), which means that the Tcount value is greater than the Ttable value with a significance 

level of 0.05, so the significance value in this test is 0.000 (0.000 <0.05). Therefore, Ho is 

rejected and Ha is accepted, which means that organizational culture has a significant 

influence on employee performance at PT Pillar Nusa Wisata. 

Table 18 

Partial Test Results (t-test) of Work Motivation Variables on Employee Performance 

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2,790 2,439  1,144 .259 

Work 

motivation 

.914 .063 .915 14,547 .000 

a. Dependent Variable: Employee Performance 

Source: Data processed using SPSS 
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Based on the hypothesis testing using the t-test in the table above, the effect of work 

motivation on employee performance can be seen from the Tcount and Ttable values of the 

variable, where work motivation obtained a Tcount value of (14.547) and a Ttable value of 

(2.021). The value obtained is Tcount > Ttable (14.547 > 2.021), which means that the Tcount 

value is greater than the Ttable value with a significance level of 0.05, so the significance 

value in this test is 0.000 (0.000 <0.05), therefore Ho is rejected and Ha is accepted. 

Therefore, work motivation has a significant influence on employee performance at PT Pillar 

Nusa Wisata. 

 

Table 19 

Simple Regression Test Results of Work Motivation Variables on Employee 

Performance 

ANOVA a 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 3147,585 2 1573,793 123,774 .000 b 

Residual 508,601 40 12,715   

Total 3656.186 42    

a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Work Motivation, Organizational Culture 

Source: Data processed using SPSS 

Based on the test results in the table above, Fcount > Ftable or (123.774 > 3.23) was 

obtained, which was also strengthened by a significance value of 0.000 < 0.050. Therefore, 

the conclusion is that H0 is rejected and H3 is accepted, which indicates that there is a 

significant simultaneous influence between organizational culture (X1) and work motivation 

(X2) on employee performance (Y) at PT Pillar Nusa Wisata. 

 

CONCLUSION AND SUGGESTIONS 

After discussing the Influence of Organizational Culture and Work Motivation on 

Employee Performance at PT Pillar Nusa Wisata in South Jakarta, the following are the 

conclusions of this study: 

1) Organizational culture partially has a significant influence on employee performance at 

PT Pillar Nusa Wisata in South Jakarta. This is evidenced by the fact that the T-count 

value is greater than the T-table value (12.792 > 2.021), which means the T-count value is 

greater than the T-table value with a significance level of 0.05, resulting in a significance 

value in this test of 0.000 (0.000 < 0.05), so that Ho is rejected and Ha is accepted. 

2) Partial work motivation has a significant influence on employee performance at PT Pillar 

Nusa Wisata South Jakarta. This is evidenced by the fact that the calculated T value is 

greater than the T table value (14.547 > 2.021), which means that the calculated T value is 
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greater than the T table value with a specified significance level of 0.05, so that the 

significance value in this test is 0.000 (0.000 < 0.05), therefore Ho is rejected and Ha is 

accepted. 

3) Organizational Culture and Work Motivation simultaneously have a significant influence 

on Employee Performance at PT Pillar Nusa Wisata South Jakarta. This is evidenced by 

the fact that the F-value is greater than the F-table value (123.774 > 3.23), which is also 

strengthened by the significance of 0.000 < 0.050. Therefore, the conclusion is that H0 is 

rejected and H3 is accepted. 

 

Recommendation 

Based on the research results and discussions presented by the author, the author makes 

the following recommendations: 

1) Companies are advised to improve team orientation by strengthening coordination and 

communication among team members. This can be achieved through clearer task 

allocation, increased inter-team collaboration, and activities that encourage active 

involvement by each member, such as regular discussions or group work. This way, the 

contribution of each individual within the team can be optimized and support the 

achievement of better work results. 

2) Companies are advised to further optimize recreational and social activities for employees 

to strengthen a sense of camaraderie in the workplace. Companies can design a wider 

variety of activities that actively involve all employees, thus fostering better employee 

interaction and positively impacting the work environment. 

3) Companies are advised to increase employee performance incentives to help them exceed 

set targets. This can be achieved through motivation, recognition for work achievements, 

and setting challenging yet realistic targets, which encourage employees to perform 

optimally. 

 

BIBLIOGRAPHY 

Afandi. (2018). Human Resource Management. Yogyakarta: Zanafa Publishing. 

Andika, IGAI, Widyawati, SR, & Saraswati, NPAS (2025). THE EFFECT OF WORK 
STRESS, WORK DISCIPLINE, AND WORK MOTIVATION ON EMPLOYEE 

PERFORMANCE AT PAPILLON UMALAS VILLA BADUNG. JOURNAL 
VALUES, 6(2), 232-248. 

Anggraini, MW, Mahgfiroh, IR, Dagustan, DA, & Putra, RS (2024). A Systematic Literature 

Review: The Influence of Motivation and Work Environment on Employee 
Performance. Journal of International Accounting, Taxation and Information Systems, 

1(2), 106-116. 
Ardiansyah, I., & Chandra, IA (2021). The Influence of Participative Leadership Style and the 

Implementation of Green Hotel Management on Environmental Performance at The 

Dharmawangsa Hotel Jakarta Using the Structural Equation Modeling Method. Journal 
of Research Innovation, 2(3), 965–976. 



 

JURNAL ECONOMINA 5 (8) 2026 doi.org/10.55681/economina.v5i8.2929 

 

 

The Influence of Organizational Culture and Work Motivation...  −    5496 

Angga Pratama et al 

 

Effendy, AA, & Saputra, UGA (2023). The Influence of Work Discipline and Motivation on 
Employee Performance at PT. Dharma Krida Satria, Serpong Branch, South Tangerang. 

Journal of Civilization Management, 3(3), 306–315. 
Eka, PD (2021). The Influence of Motivation and Work Discipline on Employee Performance 

at PT. Mega Finance, South Jakarta Head Office. Journal of Effective Economics, 3(4), 
522–534. 

Hamidah, N., & Lestari, AW (2024). THE EFFECT OF WORK DISCIPLINE AND WORK 

MOTIVATION ON EMPLOYEE PERFORMANCE OF CV DOKTER NOTEBOOK, 
TANGERANG CITY. Musytari: Management, Accounting, and Economic Balance, 

5(4), 125–135. 
Hidayat, IP, & Sembiring, EC (2024). The effect of organizational culture, organizational 

communication mediated by work commitment on employee performance at PT Tata 

Bara Utama in Central Kalimantan. Journal of Business and Management Review, 5(9), 
856–873. 

Husaini, RN, & Sutama, S. (2021). Human Resource Management in Educational Institutions. 
Didactics: Journal of Education and Science, 21(1). 

Iswidyamarsha, C. (2020). The Influence of Tourism Facilities and Promotion on Interest in 

Visiting the Freshwater World and Insect World of TMII. Tourism Awareness: Tourism 
Journal, 3(2), 72–80. 

Kamida, N., & Devis, A. (2024). The Effects of Employee Training On Mployee 
Performance. A Case of Haris International Kampala. 3, 652–664 

Kurniawan, M., Usman, B., Iswan, J., & Rahmadani, SN (2021). The Effect of Placement, 

Workload, and Work Motivation on Employee Performance at the Palembang Police. 
Journal of Media Wahana Ekonomika, 18(3), 387–401. 

Lubis, NS, Deliyanti, Y., & Hutajulu, MAA (2023). Analysis of Parametric Statistical 
Requirements Tests on Population Growth and Density Analysis. Social Service 
Journal, 2(2), 134–143. 

Mangkunegara, AAAP (2021). Corporate human resource management. Bandung: PT Remaja 
Rosdakarya. 

Maulana, R., & Syukri, A. (2023). The Influence of Work Motivation and Work Discipline on 
Employee Performance at PT. Penta Artha Impressi, South Jakarta. Swara Management 
Scientific Journal, 3(1), 104–109. 

Muis, MR, Jufrizen, J., & Fahmi, M. (2018). The influence of organizational culture and 
organizational commitment on employee performance. Jesya (Journal of Islamic 

Economics and Economics), 1(1), 9–25. 
Mutafi, A. (2020). Pillars of Human Resource Management (HRM) in Facing the Global Era. 

Manarul Qur'an: Scientific Journal of Islamic Studies, 20(2), 106–125. 

Octaviani, IS, & Pricilla, L. (2020). The Influence of Work Discipline and Work Motivation 
on Employee Performance at PT. Pertama Logistics Service. Forkamma Scientific 

Journal of Management, 4(1), 47–59. 
PRATAMA, A., & Febriana, H. (2023). The Influence of Work Discipline and Work 

Motivation on Employee Performance at the Regional Library and Archives Service of 

South Tangerang City. Business Economics, 29(1), 47-56. 
Pratama, A. (2020). The Influence of Organizational Culture on Employee Performance at PT 

Bank Negara Indonesia, Pamulang Branch, South Tangerang. Jurnal Madani Vol 3 No. 



 

JURNAL ECONOMINA 5 (8) 2026 doi.org/10.55681/economina.v5i8.2929 

 

 

The Influence of Organizational Culture and Work Motivation...  −    5497 

Angga Pratama et al 

 

2, September 2020: 202 – 211. 
https://jurnalmadani.org/index.php/madani/article/view/115 

Pratama, A. (2020). The Influence of Organizational Culture on Employee Performance at PT 
Bank Negara Indonesia, Pamulang Branch, South Tangerang. Jurnal Madani Vol 3 No. 

2, September 2020: 202 – 211. 
https://jurnalmadani.org/index.php/madani/article/view/115 

Pratama, A. (2020). The Influence of Work Discipline on Employee Performance at PT. 

Wisata Angkasa Permai. Jurnal Semarak, Vol. 3, No. 2, JUNE 2020. 
Pratama, A. (2020). The Effect of Compensation and Work Discipline on Employee 

Performance at PT Pos Indonesia DC Ciputat. Journal of Business Disruption. Vol. 3, 
No. 2, July 2020 (12-24). 

Pratama, A. (2022). Effect Of Work Discipline And Physical Work Environment On 

Employee Performance At The Management Agency Of Wisma Gading Permai 
Apartments North Jakarta. (IJOSMAS) Vol. 3 No 5 (2022) e-ISSN: 2775-0809. 

Pratama, A,. & Syamsuddin, RA (2021) The Influence of Work Discipline and Work 
Environment on the Performance of Setu District Employees in 2021. Jurnal Buana Ilmu 
Vol 6 No 1 ISSN: 2541-6995 E ISSN: 2580-5517. 

Pratama, A., Herni, Y., Karlina, D. (2023). The Influence of Work Environment and 
Organizational Culture on Employee Performance at PT. Zulu Alpha Papa, South 

Jakarta. Scientific Journal of Reflection: Vol. 6, No. 4. 
Pratama. (2022). Performance Management. Jakarta: Prenadamedia Group. 
Putri, DL, & Priadi, A. (2025). The Influence of Organizational Culture and Work Motivation 

on Employee Performance at PT Pos Indonesia West Jakarta. AMANAH: Scientific 
Journal of Management Science, 3(1), 9-16. 

Putri, OM, & Frinaldi, A. (2025). The influence of organizational culture, competence, and 
organizational commitment on employee performance at Dr. Sadikin Pariaman Regional 
Hospital. Journal of Business and Management Review, 6(5), 416–438. 

Rahma, LY, & Siswani, S. (2022). The Influence of Motivation and Work Discipline on 
Employee Performance at PT Alita Praya Mitra. Journal of Administration and 

Management, 12(2), 99–110. 
Rahmawati, R., & Asmin, EA (2021). Motivation, Organizational Commitment, Competence 

and Their Impact on Teacher Performance. Journal of Management (Electronic Edition), 

12(1), 52–65. 
Ramadhanti, DI, & Gandung, M. (2024). THE EFFECT OF COMPENSATION AND WORK 

DISCIPLINE ON EMPLOYEE PERFORMANCE AT PT. ELANG LABUAN MURNI 
WEST JAKARTA. Journal of Research and Publication Innovation, 2(4), 2886–2896. 

Santoso, AB, & Muldani, M. (2021). The Influence of Discipline and Work Motivation on 

Employee Performance at PT. Arya Lingga Manik. PERKUSI Scientific Journal, 1(2), 
187. https://doi.org/10.32493/j.perkusi.v1i2.11033 

Sapnawati, & Reho, BA (2025). The influence of communication and leadership styles on 
employee performance with motivation as a mediator. Journal of Business and 
Management Review, 6(12), 1722–1743. 

Sari, F. (2022). Convergence and Human Resource Management of Local Media. Journal of 
Communication, 16(2), 239–252. 



 

JURNAL ECONOMINA 5 (8) 2026 doi.org/10.55681/economina.v5i8.2929 

 

 

The Influence of Organizational Culture and Work Motivation...  −    5498 

Angga Pratama et al 

 

Sari, NK, & Loliyani, R. (2024). THE EFFECT OF COMPENSATION AND WORK 
MOTIVATION ON EMPLOYEE PERFORMANCE AT PT. SUMBER ALFARIA 

TRIJAYA TBK, BANDAR LAMPUNG BRANCH. Journal of Management, 
Accounting and Education, 210–218. 

Selfianita, S., & Choir, IM (2021). Analysis of the Quality and Quantity of Receptionist 
Employee Work at Rocky Hotel Padang. Bunda Tourism Journal, 1(2), 33–38. 

Sucipto, N., Rauf, R., & Sulfiati, S. (2021). The Influence of Motivation and Organizational 

Culture on Insurance Agent Performance. YUME: Journal of Management, 4(3). 
Susilo, MA, Jufrizen, J., & Khair, H. (2023). The Influence of Organizational Climate and 

Motivation on Employee Performance through Organizational Citizenship Behavior. 
Jesya (Journal of Economics and Sharia Economics), 6(1), 587–605. 

Sutarto, B., & Irawati, L. (2023). The Influence of Discipline and Motivation on Employee 

Performance at PT JGC Jakarta. JEMSI (Journal of Economics, Management, and 
Accounting), 9(6), 2744–2756. 

Sutrisno, E. (2014). Human Resource Management, Kencana. Journal of Management 
Science and Research, 3(10). 

Suwanto, S. (2019). The Influence of Work Discipline and Work Motivation on Employee 

Performance at South Tangerang General Hospital. JENIUS (Scientific Journal of 
Human Resource Management), 3, 16. https://doi.org/10.32493/JJSDM.v3i1.3365 

Syahri, M., Fikri, AM, & Ernaningsih, DN (2021). Information Literacy Level of MAN 1 
Jembrana Students Using the BIG 6 Model. JIPI (Journal of Library and Information 
Science), 6(1), 91–102. 

Sugiyono, P. (2018). Qualitative Quantitative Research Methods and R&D (D. Sutopo. S. Pd, 
MT, Ir. Bandung: Alfabeta. 

Yuningsih, N., Kosim, M., Mardiputra, IM, & Nurhidayah, R. (2026). The power of empathy: 
Analyzing transformational female leadership and organizational culture in driving 
sustainable performance. Journal of Business and Management Review, 7(1). 

Wahyudi, W., & Oktrima, B. (nd). The Influence of Discipline and Motivation on Employee 
Performance at PT. Amythas Experts & Associates South Jakarta. Swara Management 

Scientific Journal, 1(01), 29–44. 
 


