
  
  
 
 

DOI: 10.5281/zenodo.10817235 

1165 | V 1 9 . I 0 2  

THE EFFECT OF ORGANIZATIONAL CULTURE, WORKLOAD AND 

WORK DISCIPLINE ON EMPLOYEE PERFORMANCE THROUGH 

JOB SATISFACTION AS AN INTERVENING VARIABLE AT THE 

OFFICE OF THE PROVINCIAL GOVERNMENT OF WEST JAVA AND 

BANTEN OWNED BANK 

 

UMI RUSILOWATI 1, LATIF 2, RADEN RORO AYU METARINI 3 and  

SORA BALTASAR 4 

1, 2, 3, 4 Universitas Pamulang, Indonesia. 

Email: 1dosen00061@unpam.ac.id, 2dosen02867@unpam.ac.id, 3dosen00945@unpam.ac.id, 
4soramedia321@gmail.com 

 
Abstract 

This study supposed to determine the effect of Organizational Culture, Workload and Work Discipline on 

Employee Performance through Job Satisfaction as an Intervening Variable at the Labuan Branch Office of Bank 

Bjb. This study uses a quantitative type approach to research on certain populations or samples. Data collection 

using research instruments and data analysis is statistical, with the aim of testing predetermined hypotheses. The 

population and sample in this study were all 279 employees of Bank BJB Labuan Branch. Data analysis using 

Structure Equation Model (SEM) based on Partial Least Square (PLS). Furthermore, the Partial Least Square 

(PLS) method was carried out in this study which consisted of 1) The first stage is to test the measurement model 

(Outer Model), namely testing the construct validity and reliability of each indicator. 2) The second stage is to 

test the structural model (Inner Model) which aims to determine whether there is a correlation between variables 

between constructs measured in this study. The results showed that: 1) directly work culture has a significant 

effect on employee performance, 2) directly work culture has a significant effect on employee job satisfaction, 3) 

directly workload has a significant effect on employee performance, 4) directly workload does not have a 

significant effect on employee job satisfaction, 5) directly work discipline has a significant effect on employee 

performance, 6) directly work discipline has a significant effect on employee job satisfaction, 7) directly job 

satisfaction has a significant effect on employee performance, 8) that indirectly job satisfaction mediates work 

culture variables, workload and work discipline on employee performance at Bank BJB Labuan branch. 
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1. INTRODUCTION 

Every organization always tries to achieve its goals (Y. Lubis, 2019). One of the organizational 

resources that has an important role in achieving its goals is human resources (S. B. E. E. N. 

Y. L. Nasib, 2023). This is because human resources have a role as subjects implementing the 

activities and operational policies of an organization, company, agency or the like. In addition, 

in order to improve organizational performance apart from HR factors, a good organizational 

culture is needed. Organizational culture is a value system that is believed and can be learned, 

can be applied and developed continuously (F. R. A. L. S. S. Y. L. Nasib, 2023).  
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Comprehensively, organizational culture is defined as a pattern of shared basic assumptions 

learned by groups in an organization as a means of solving problems against adjusting external 

factors and integrating internal factors, and has proven to be valid, and therefore is taught to 

new members of the organization as the correct way to perceive, think and feel in relation to 

the problems at hand (S. F. R. A. L. Y. Lubis, 2019).  

In addition to organizational culture, organizations must be able to create a condition that can 

result in employee discipline at work. Employee work discipline is an attitude of willingness 

and willingness of a person to obey and obey all regulatory norms that apply in the organization 

or company where they work. According to Mondy and Noe (2005) discipline is self-control 

and orderly behavior of employees and indicates the existence of a true work team in the 

organization. Disciplinary action provides a penalty for employees who fail to meet standards 

and discipline is also a form of training that enforces organizational rules.  

Bank BJB is a BUMD bank owned by the Provincial Government of West Java and Banten 

headquartered in Bandung with a vision to be your first-choice bank. To contribute and 

participate as a driver and driver of the regional economy. Being the main partner of local 

government in financial management. Providing the best service to customers. Providing the 

best and sustainable benefits to stakeholders. Increase financial inclusion to the public through 

banking digitalization. Bank bjb has taken several steps as an effort to internalize corporate 

values under the coordination of Human Capital Division.  

The internalization process is assisted by the Culture Internalization Team along with Change 

Leaders, Change Coordinators and Change Agents who have been appointed in each work unit 

with one of their functions, namely internalizing corporate culture to their respective work 

units. Programs that have been implemented by the Human Capital Division include: 1. 

Formulation and Determination of bank bjb Corporate Culture Values; 2.  

Establishment of Culture Internalization team in each work unit consisting of Culture 

Internalization Team, Change Leaders, Change Coordinator, Change Agents and Change 

Targets and Human Capital Division as the division that coordinates the overall culture 

internalization process; 3. Socialization of bank BJB Corporate Culture Programs both on site 

and through print and electronic media; 4. Externalization of bank BJB Corporate Culture 

Programs. Strengthening bank bjb Corporate Culture; 5.  

Training and up-skilling for Change Leaders, Change Coordinators & Change Agents; 6. 

Corporate Culture Survey to determine and evaluate the level of knowledge, understanding, 

perceived importance, and belief of employees towards organizational transformation process 

and corporate culture; 7. Corporate Culture Measurement to determine the level of health of 

corporate culture in each work unit. 

Thel thilng that happelns at bank bjb labuan branch ils that apart from belilng rellateld to thel 

ilmportancel of organilzatilonal culturel iln thel company, thel company must also try to ilmprovel 

thel organilzatilonal culturel, namelly by gilvilng functilon to organilzatilonal culturel as a bilndilng 

relgulatilon to leladelrs and elmployelels, belcausel iln ordelr to achilelvel thel vilsilon and milssilon of 

organilzatilonal culturel iln thel company, and to achilelvel a good organilzatilonal culturel. Iln 
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ilmplelmelntilng thel organilzatilonal culturel carrileld out by thel leladelrshilp and all elmployelels at thel 

bank, ilt ils nelcelssary to havel good coopelratilon so that thel organilzatilonal culturel ils succelssfully 

run by thel company, ilt willl crelatel profelssilonal leladelrs and elmployelels, havel pelrformancel wilth 

hilgh ilntelgrilty, qualilty pelrformancel qualilty that can compeltel wilth othelr companilels, and can 

advancel thel company to hellp thel communilty's elconomy. 

Thils ils onel of thel factors iln ilmprovilng elmployelel pelrformancel through organilzatilonal culturel, 

and ils a targelt for companilels to strilvel for thel succelss that willl bel achilelveld to advancel thel 

company and ilmprovel elmployelel pelrformancel by runnilng thel organilzatilonal culturel. 

Bank bjb Labuan Branch shows that although thel company has conducteld varilous elducatilon 

and trailnilng to ilmprovel thel qualilty and pelrformancel of elmployelels, onel of whilch ils thel 

ilmplelmelntatilon of work culturel iln thel company iln all lilnels and selctilons, iln ilts ilmplelmelntatilon 

ilt ils ilndilcateld that elmployelels stilll do not apply organilzatilonal culturel to thelilr work 

consilstelntly, attelntilon to thel organilzatilon or company ils stilll not optilmal and thel lelvell of 

elmployelel concelrn ils stilll low, onel of whilch elmployelels havel not applileld thel bank bjb corporatel 

valuel work culturel. 

Thel belst qualilty iln telrms of qualilty and selrvilcel ils thel focus of thel company whilch contilnuels 

to bel ilmproveld and delvellopeld for thils relason, thel company provildels a melans of 

communilcatilon to elncouragel elxprelssilon of helart and opeln communilcatilon relgardilng 

elmployelels' opilnilons, attiltudels and concelrns about company polilcilels. thel qualilty of products 

and selrvilcels that melelt customelr elxpelctatilons willl affelct thel succelss of thel company's busilnelss. 

Iln mailntailnilng thel company's commiltmelnt to selrvilcel qualilty, thel ilmplelmelntatilon of thils 

program elmphasilzels honelsty, dilscilplilnel, consilstelncy, elffilcilelncy iln work, followilng clelar, 

prelcilsel and fast proceldurels. Iln addiltilon, wilth thel elstablilshmelnt of hilgh ilntelgrilty among bank 

bjb elmployelels, ilt willl bel ablel to elncouragel much belttelr elmployelel pelrformancel, through thel 3 

No's program, namelly No elrror, No lelak, No Fraud Anothelr problelm iln telrms of organilzatilonal 

culturel ils whelrel thelrel arel many elmployelels who havel a habilt of dellayilng work and causilng 

work not to bel complelteld on tilmel, whelrel thils crelatels elxcelssilvel workload at thel nelxt tilmel or 

pelrilod duel to thel amount of work to bel donel, causilng pelrformancel to delcrelasel.  

Thel hilgh workload iln thils company has a nelgatilvel ilmpact on thel pelrformancel of bank bjb 

Labuan branch elmployelels. Elfforts to ilmprovel elmployelel pelrformancel ilncludel payilng attelntilon 

to elmployelel workload. Thus, ovelrall, ilf thel workload of an elmployelel ils ilncrelaseld, thel workload 

of othelr elmployelels willl also ilncrelasel. Thel delfilniltilon of workload accordilng to Pelrmelndagril 

No.12/2008 ils thel amount of work that must bel carrileld by an organilzatilonal posiltilon/unilt and 

ils thel product of work volumel and tilmel norms. 

Baseld on thel data found that of thel total 279 elmployelels, ilt shows that elmployelel attelndancel 

from January 2021 to Delcelmbelr 2021, shows that thel pelrcelntagel of elmployelel attelndancel from 

January 2021 to Delcelmbelr 2021 as a wholel ils iln poor condiltilon, whelrel of all Bank BJB 

elmployelels shows an ilncrelasilng trelnd, thils ilndilcatels that thelrel arel stilll many elmployelels who 

lack dilscilplilnel. work. Hilgh job satilsfactilon can provildel belnelfilts for elmployelels, such as 

ilncrelasilng salarilels, elxpandilng opportuniltilels for promotilon, delcrelasilng thel possilbillilty of belilng 
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delmoteld, and makilng elmployelels morel skillleld and elxpelrilelnceld iln thelilr filelld of work. 

Convelrselly, ilf thel elmployelel's low lelvell of job satilsfactilon ilndilcatels that thel elmployelel ils 

actually ilncompeltelnt iln hils job, as a relsult ilt ils dilffilcult for thel elmployelel to bel promoteld to a 

hilghelr lelvell of work, ilncrelasels thel possilbillilty of belilng delmoteld, and ultilmatelly can also causel 

thel elmployelel to elxpelrilelncel telrmilnatilon.  

Job satilsfactilon ils quiltel an ilntelrelstilng and ilmportant ilssuel, belcausel ilt has proveln to bel of grelat 

belnelfilt to thel ilntelrelsts of ilndilvilduals, ilndustry, and socilelty. For ilndilvilduals, relselarch ilnto thel 

causels and sourcels of job satilsfactilon elnablels elfforts to ilncrelasel thelilr happilnelss iln lilfel. For 

ilndustry, relselarch on job satilsfactilon ils carrileld out iln thel contelxt of elfforts to ilncrelasel 

productilon and relducel costs through ilmprovilng thel attiltudels and belhavilor of ilts elmployelels. 

Bank bjb Labuan branch always makels ilnnovatilons and brelakthroughs to mailntailn and 

ilmprovel thel pelrformancel of ilts elmployelels.  

Thils ils donel startilng from thel ilniltilal relcruiltmelnt of prospelctilvel elmployelels to pelrilodilcally 

conductilng relvilelws, controllilng and moniltorilng on thel spot to branch offilcels dilrelctly or 

ilnvilteld to thel helad offilcel, rellateld to elmployelel pelrformancel iln rellatilon to thel provilsilon of 

trailnilng and delbrilelfilng of thel elmployelels concelrneld. Thils stratelgy ils carrileld out solelly so that 

thel company's vilsilon and milssilon can bel achilelveld and can always compeltel iln thel global 

markelt.  

Elvelry organilzatilon elxpelcts ilts elmployelels to pelrform welll. Ilnformatilon about elmployelel 

pelrformancel ils obtailneld through pelrformancel apprailsals. From thel relsults of elmployelel 

pelrformancel elvaluatilon, ilt can bel seleln whelthelr an elmployelel can work welll or not as seleln from 

thel asselssmelnt catelgory compareld beltweleln thel belnchmarks of organilzatilonal pelrformancel 

asselssmelnt and elmployelel pelrformancel. So ilt can bel ilntelrprelteld that thel hilghelr thel asselssmelnt 

ils an ilndilcatilon that thel elmployelel's pelrformancel ils ablel to melelt thel elxpelctatilons of 

organilzatilonal pelrformancel. Thel abovel phelnomelnon ils ilntelrelstilng to conduct relselarch rellateld 

to thel rolel of job satilsfactilon iln meldilatilng elmployelel pelrformancel through workload work 

culturel and work dilscilplilnel. 

 

2. LIlTElRATUREl RElVIlElW 

2.1. Organilzatilon Culturel 

Accordilng to (Mullilns & Railson, 2017) statels that "organilzatilonal culturel ils "Thel collelctilon of 

tradiltilons, valuels, polilcilels, bellilelfs, and attiltudels that constiltutel a pelrvasilvel contelxt for 

elvelrythilng wel do and thilnk iln an organilzatilon". (A collelctilon of tradiltilons, valuels, polilcilels, 

bellilelfs, and attiltudels that constiltutel a pelrvasilvel rellatilonshilp for elvelrythilng wel do and thilnk iln 

an organilzatilon)". Melanwhillel, accordilng to (Robbilns, 2012) arguels that "Organilzatilonal 

culturel ils a selt of valuels, prilncilplels, tradiltilons, and ways of workilng that arel shareld by melmbelrs 

of thel organilzatilon and ilnfluelncel thel way thely act".  

Accordilng to  (Eldilson elt al., 2016) Organilzatilonal culturel ils a habilt that has beleln goilng on for 

a long tilmel and ils useld and applileld iln thel lilfel of work actilviltilels as onel of thel drilvelrs to ilmprovel 

thel qualilty of work of company elmployelels and managelrs. Bank BJB has takeln selvelral stelps as 
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an elffort to ilntelrnalilzel corporatel valuels undelr thel coordilnatilon of thel Human Capiltal Dilvilsilon. 

Thel ilntelrnalilzatilon procelss ils assilsteld by thel Culturel Ilntelrnalilzatilon Telam along wilth Changel 

Leladelrs, Changel Coordilnators and Changel Agelnts who havel beleln appoilnteld iln elach work unilt 

wilth onel of thel functilons of ilntelrnalilzilng corporatel culturel to thelilr relspelctilvel work unilts. 

Programs that havel beleln ilmplelmelnteld by thel Human Capiltal Dilvilsilon ilncludel: Formulatilon 

and Deltelrmilnatilon of bank bjb Corporatel Culturel Valuels.  

Elstablilshmelnt of Culturel Ilntelrnalilzatilon telam iln elach work unilt consilstilng of Culturel 

Ilntelrnalilzatilon Telam, Changel Leladelrs, Changel Coordilnators, Changel Agelnts and Changel 

Targelts as welll as Human Capiltal Dilvilsilon as thel dilvilsilon that coordilnatels thel ovelrall culturel 

ilntelrnalilzatilon procelss.  

Socilalilzatilon of bank bjb Corporatel Culturel Programs both on siltel and through prilnt and 

ellelctronilc meldila. Elxtelrnalilzatilon of bank bjb Corporatel Culturel Programs. Strelngthelnilng bank 

bjb Corporatel Culturel. Trailnilng and up-skilllilng for Changel Leladelrs, Changel Coordilnators & 

Changel Agelnts. Corporatel Culturel Survely to deltelrmilnel and elvaluatel thel lelvell of knowleldgel, 

undelrstandilng, pelrcelilveld ilmportancel, and bellilelf of elmployelels towards organilzatilonal 

transformatilon procelss and corporatel culturel. Corporatel Culturel Melasurelmelnt to deltelrmilnel thel 

lelvell of helalth of corporatel culturel iln elach work unilt. 

2.2. Workload 

Workload ils a melasurelmelnt of work that ils seleln baseld on thel abilliltilels and capaciltilels posselsseld 

by workelrs iln a company (Wildilyanto & Yunus, 2021). Thel workload gilveln ilf ilt ils not iln 

accordancel wilth thel skillls willl crelatel gaps iln work. Accordilng to (Vanchapo,  2020) that: 

"Workload ils thel body's abillilty to accelpt work. From an elrgonomilc poilnt of vilelw, elvelry burdeln 

relcelilveld by a pelrson must bel approprilatel and balanceld agailnst thel physilcal and psychologilcal 

abilliltilels of thel workelr who relcelilvels thel workload. Accordilng to (Maharanil & Budilanto, 2019) 

Thel nelgatilvel ilmpact of ilncrelasilng workload ils thel possilbillilty of elmployelel elmotilons that arel 

not iln accordancel wilth customelr elxpelctatilons.  

Thils elxcelssilvel workload grelatly affelcts elmployelel productilvilty and of coursel affelcts elmployelel 

productilvilty. Accordilng to (Solelman, 2011) workload ilndilcators arel as follows: 1. Elxtelrnal 

factors, arel loads that comel from outsildel thel workelr's body; 2. Ilntelrnal factors Ilntelrnal factors 

arel factors that comel from wilthiln thel body as a relsult of elxtelrnal workload relactilons that havel 

thel potelntilal to belcomel strelssors, ilncludilng somatilc factors and psychologilcal factors. 

2.3. Work Dilcilplilnel 

Work dilscilplilnel ils thel abillilty and attiltudel iln controllilng onelsellf to obely a relgulatilon that has 

beleln gilveln by thel company iln ordelr to achilelvel goals (Jufrilzeln & Hadil, 2021).  Accordilng to 

(Rofil, 2012) Dilscilplilnel ils a form of elmployelel sellf-control and relgular ilmplelmelntatilon and 

shows thel lelvell of selrilousnelss of thel work telam iln an organilzatilon, dilscilplilnary actilon ils useld 

by thel organilzatilon to sanctilon vilolatilons of work rulels or elxpelctatilons.  
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Accordilng to (Silswadil, 2017) Dilscilplilnel ils thel most ilmportant opelratilvel functilon of human 

relsourcel managelmelnt belcausel thel belttelr thel elmployelel's dilscilplilnel, thel hilghelr thel elmployelel's 

productilvilty lelvell.  Wilthout good dilscilplilnel, ilt ils dilffilcult for company organilzatilons to achilelvel 

optilmal relsults.   

Accordilng to (Liljan Poltak Silnambella, 2016) work dilscilplilnel ils "complilancel wilth rulels or 

ordelrs selt by thel organilzatilon." actilons that willl control thel valuels of obeldilelncel, complilancel, 

loyalty, ordelr, and ordelr iln thel company or organilzatilon. Accordilng to (Helny Sildantil, 2015)that 

ilndilcators of work dilscilplilnel arel: 1) Elmployelel complilancel wilth workilng hours, 2) Selrvilcel 

complilancel wilth ordelrs / ilnstructilons from thel leladelrshilp and obelyilng applilcablel rulels and 

relgulatilons, 3) Usel and mailntailn matelrilals and offilcel supplilels wilth carel, 4) Drelss welll, poliltelly, 

and usel agelncy silgns, 5) Work by followilng thel rulels selt by thel organilzatilon. 

2.4. Elmployelel Pelrformancel 

Accordilng to (Liljan Poltak Silnambella, 2016) pelrformancel ils thel relsult of work that can bel 

achilelveld by a pelrson or group of peloplel iln an organilzatilon, iln accordancel wilth thelilr relspelctilvel 

authoriltilels and relsponsilbilliltilels, iln ordelr to achilelvel thel objelctilvels of thel organilzatilon concelrneld 

lelgally, not agailnst thel law and iln accordancel wilth morals and elthilcs. Accordilng to (Silswanto 

Sastrohadilwilryo, 2019) that pelrformancel delpelnds on ilnnatel abilliltilels (abillilty), abilliltilels that can 

bel delvellopeld (capacilty), assilstancel for thel relalilzatilon of pelrformancel (hellp), matelrilal and non-

matelrilal ilncelntilvels (ilncelntilvel), elnvilronmelnt (elnvilronmelnt), and elvaluatilon (elvaluatilon). 

(Sukilyah elt al., 2021) Thelrel arel selvelral ilndilcators iln ilndilvildual elmployelel pelrformancel, thelrel 

arel four ilndilcators, namelly: 1. Qualilty. Work qualilty ils melasureld by elmployelel pelrcelptilons of 

thel qualilty of work produceld and thel pelrfelctilon of tasks; 2. Quantilty. Ils thel amount produceld 

elxprelsseld iln telrms such as thel numbelr of unilts, thel numbelr of actilvilty cyclels complelteld; 3. 

Tilmellilnelss. Ilt ils thel lelvell of actilvilty complelteld at thel belgilnnilng of thel stateld tilmel, seleln from 

thel anglel of coordilnatilon wilth output relsults and maxilmilzilng thel tilmel availlablel for othelr 

actilviltilels; 4. Elffelctilvelnelss. Ilt ils thel delgrelel to whilch thel usel of organilzatilonal relsourcels 

(manpowelr, monely, telchnology, raw matelrilals) ils maxilmilzeld wilth a vilelw to ilncrelasilng thel 

output of elach unilt of relsourcel usel. 

2.5. Job Satilsfactilon 

Accordilng to (Hasilbuan, 2013) Job satilsfactilon ils an elmotilonal attiltudel that ils plelasant or 

unplelasant and lovels hils job whelrel elmployelels vilelw thelilr work. Job satilsfactilon relflelcts a 

pelrson's felellilngs about hils job. Thils appelars iln thel elmployelel's attiltudel towards work and 

elvelrythilng faceld iln hils work elnvilronmelnt. Thel pelrsonnell delpartmelnt or managelmelnt must 

constantly moniltor job satilsfactilon, belcausel ilt affelcts abselntelelilsm, labor turnovelr, moralel, 

complailnts, and othelr viltal pelrsonnell ilssuels. Accordilng to (Wilbowo, 2016) job satilsfactilon ils 

thel lelvell of a pelrson's felellilngs of plelasurel as a posiltilvel asselssmelnt of thel job and thel 

elnvilronmelnt iln whilch hel works.  
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Workelrs wilth hilgh job satilsfactilon elxpelrilelncel posiltilvel felellilngs wheln. (Gofur, 2018) Job 

satilsfactilon accordilng to thel opilnilons of elxpelrts has varilous dilffelrelnt poilnts of vilelw. Basilcally, 

job satilsfactilon ils an ilndilvildual thilng. Thils ils belcausel elach ilndilvildual has dilffelrelnt and varileld 

ilndilcators of job satilsfactilon. Thel morel aspelcts that suilt an elmployelel iln hils job, thel grelatelr thel 

lelvell of job satilsfactilon fellt.  (Wilbowo, 2016) statels that thelrel arel selvelral ilndilcators of job 

satilsfactilon, namelly: 1) salary, 2) thel work iltsellf, 3) coworkelrs, 4) supelrilors, 5) promotilons and 

6) thel work elnvilronmelnt, namelly thel physilcal and psychologilcal elnvilronmelnt. Job satilsfactilon 

relflelcts a pelrson's attiltudel towards thelilr work. Thils ils seleln iln thel posiltilvel attiltudel of elmployelels 

towards work and elvelrythilng faceld iln thelilr work elnvilronmelnt. Thel pelrsonnell delpartmelnt or 

managelmelnt must constantly moniltor job satilsfactilon, as thils can affelct abselntelelilsm, turnovelr, 

moralel, complailnts and othelr viltal pelrsonnell ilssuels. 

Concelptual Relselarch 

 
 

3. MELTHODOLOGY 

Thils relselarch usels a quantiltatilvel typel approach to relselarch on celrtailn populatilons or samplels 

(Amellila, 2019). Data collelctilon usilng relselarch ilnstrumelnts and data analysils ils statilstilcal, wilth 

thel ailm of telstilng preldeltelrmilneld hypothelsels. Thel populatilon and samplel iln thils study welrel all 

279 elmployelels of Bank BJB Labuan Branch. Data analysils usilng Structurel Elquatilon Modell 

(SElM) baseld on Partilal Lelast Squarel (PLS). Accordilng to (Sholilhiln & Ratmono, 2013) SElM-
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PLS can work elffilcilelntly for small samplels and complelx modells. Iln addiltilon, thel assumptilon 

of data dilstrilbutilon iln SElM-PLS ils rellatilvelly looselr than CB-SElM. SElM-PLS ils a 

nonparameltrilc approach; ilt can work welll elveln for data that ils not normally dilstrilbuteld iln thel 

elxtrelmel. Furthelrmorel, thel Partilal Lelast Squarel (PLS) melthod was carrileld out iln thils study 

whilch consilsteld of 1) Thel filrst stagel ils to telst thel melasurelmelnt modell (Outelr Modell), namelly 

telstilng thel construct valildilty and rellilabillilty of elach ilndilcator. 2) Thel selcond stagel ils to telst thel 

structural modell (Ilnnelr Modell) whilch ailms to deltelrmilnel whelthelr thelrel ils a correllatilon beltweleln 

varilablels beltweleln constructs melasureld iln thils study. 

 

4. RELSULT AND DILSCUSSILON 

Relsult relselarch 

Charactelrilstilcs of relspondelnts 

Thel pelrcelntagel lelvell of relselarch relspondelnts baseld on gelndelr can bel elxplailneld from 279 

relspondelnts, whilch can bel seleln iln thel followilng tablel: 

Tablel 1: relspondelnts baseld on gelndelr 

Gelndelr Total Pelrselntagel 

Malel 133 48% 

Felmalel 146 52% 

Total 279 100% 

Thel tablel abovel shows that thel gelndelr of thel relspondelnts of Bank BJB Labuan branch 

elmployelels ils mostly felmalel as many as 146 elmployelels or 52% and 133 peloplel or 48% malel. 

So, it can be concluded that in this study the female respondents were more than male 

respondents. To filnd out thel pelrcelntagel lelvell baseld on thel agel of 279 relspondelnts, ilt can bel 

seleln iln thel tablel bellow 

Tablel 2: relspondelnts baseld on agel 

Agel Total Pelrselntagel 

<30 yelars 66 24% 

30-39 Yelars 87 31% 

40-50 Yelars 77 28% 

> 50 Yelars 49 17% 

Total  279 100% 

From thel tablel data abovel, ilt can bel seleln that baseld on agel, relspondelnts at BJB bank Labuan 

branch iln thils study welrel relspondelnts ageld < 30 yelars as many as 66 peloplel (24%), relspondelnts 

ageld 30-39 yelars as many as 87 peloplel (31%), relspondelnts ageld 40-50 yelars as many as 77 

peloplel (28%) and relspondelnts ageld > 50 yelars as many as 49 peloplel (17%). So, it can be 

concluded that in this study, respondents at BJB bank Labuan branch were dominated by ages 

ranging from 30 to 39 years.  
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Outelr Modell Analysils – Convelrgelnt valildilty telst 

Tablel 3: Convelrgelnt Valildilty Telst Relsults 

 
Organilzailton 

culturel 
Workload Work dilcilplilnel Elmployelel pelrformancel Job Satilsfactilon 

BO1 0,765     

BO2 0,880     

BO3 0,870     

BO4 0,874     

BO5 0,855     

BO6 0,856     

BK1  0,943    

BK2  0,919    

BK3  0,949    

BK4  0,968    

BK5  0,953    

BK6  0,742    

DK1   0,965   

DK2   0,957   

DK3   0,928   

DK4   0,953   

DK5   0,953   

DK6   0,933   

KK1    0,801  

KK2    0,823  

KK3    0,883  

KK4    0,869  

KK5    0,858  

KK6    0,871  

KK7    0,861  

KPK1     0,873 

KPK2     0,860 

KPK3     0,835 

KPK4     0,778 

KPK5     0,792 

KPK6     0,881 

Sourcel: data procelsseld SElM PLS 2023 

Based on the data from the test results in Table 3 above, in this study there are 5 (five) variables 

which is consist of Organization Culture with 6 indicators, Workload with 6 indicators, Work 

Discipline with 6 indicators, Employee Performance with 7 indicators, and Job Satisfaction 

with 6 indicators. Based on the test results on each indicator in this research variable, it is 

known that all the indicators used to measure the variables Organization Culture, Workload, 

Work Discipline, Employee Performance and Job Satisfaction have a value of more than 0.7 

so it can be concluded that they are reliable for measuring research variables. So, it can be used 

in further analysis. 
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Avelragel Varilancel Elxtracteld (AVEl) 

Thel relsults of data procelssilng show that: 

Tablel 4: Avelragel Varilancel Elxtracteld (AVEl) 

  Avelragel Varilancel Elxtracteld (AVEl) 

Organilzatilon culturel (X1) 0.724 

Workload (X2) 0.839 

Work dilcilplilnel (X3) 0.899 

Elmployelel pelrformancel (Y) 0.729 

Job Satilsfactilon (Z) 0.873 

Sourcel: data procelsseld SElM PLS 2023 

Based on the data from the validity test results in Table 4 above, in this study there are 5 (five) 

variables which is consist of Organization Culture, Workload, Work Discipline, Employee 

Performance, and Job Satisfaction. Based on the test results on each indicator in this research 

variable, it is known that the AVE value of the variables Organization Culture, Workload, 

Work Discipline, Employee Performance and Job Satisfaction sequentially are 0.724; 0.839; 

0.899; 0.729; 0.873. The recommended AVE value is above 0.5 (Mahfud and Ratmono, 2013). 

It is known that all AVE values are> 0.5, which means that they have met the validilty 

requirements based on AVE. 

Construct Rellilabillilty Telst 

Thel relsults of data procelssilng show that: 

Tablel 5: construct Rellilabillilty 

Varilabell Composiltel Rellilabillilty 

Organilzatilon culturel (X1) 0.940 

Workload (X2) 0.969 

Work dilcilplilnel (X3) 0.982 

Elmployelel pelrformancel (Y) 0.964 

Job Satilsfactilon (Z) 0.917 

Sourcel: data procelsseld SElM PLS 2023 

Based on the data from the validity test results in Table 5 above, in this study there are 5 (five) 

variables which is consist of Organization Culture, Workload, Work Discipline, Employee 

Performance, and Job Satisfaction. Based on the test results on each indicator in this research 

variable, it is known that the composite reability value of the variables Organization Culture, 

Workload, Work Discipline, Employee Performance and Job Satisfaction sequentially are 

0.940; 0.969; 0.982; 0.964; 0.917. lt shows that the average value is more than 0.5. Then the 

composite reliabililty value is more than 0.7, so it can be concluded that the indicators in this 

study are able to measure well. This research is able to measure welll. 

Baseld on thel tablel abovel, ilt shows that thel avelragel valuel ils morel than 0.5. Theln thel composiltel 

rellilabillilty valuel valuel ils morel than 0.7 so ilt can bel concludeld that thel ilndilcators iln thils study 

arel ablel to melasurel welll. Thils relselarch ils ablel to melasurel welll. 
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Melasurelmelnt Modell Analysils (Ilnnelr Modell) Coelffilcilelnt of Deltelrmilnatilon (R2) 

Tablel 6: R-Squarel 

  R Squarel R Squarel Adjusteld 

Elmployelel pelrformancel (Y) 0,724 0,718 

Job Satilsfactilon (Z) 0,615 0,604 

Baseld on thel data from thel tablel abovel, ilt ils known that thel R Squarel Adjusteld valuel for thel 

elmployelel pelrformancel varilablel ils 0.718 or 71.8% whillel thel relmailnilng 28.2% ils ilnfluelnceld by 

othelr varilablels that arel not varilablels of thils study. Theln thel job satilsfactilon pelrformancel 

varilablel R Squarel Adjusteld valuel of 0.604 or 60.4% whillel thel relmailnilng 39.6% ils ilnfluelnceld 

by othelr varilablels that arel not varilablels of thils study. 

Tabell 6. F-Squarel 

 
Organilzailton 

culturel 
Workload 

Work 

dilcilplilnel 

Elmployelel 

pelrformancel 

Job 

Satilsfactilon 

Organilzatilon culturel (X1)    0,277 0,565 

Workload (X2)    0,026 0,844 

Work dilcilplilnel (X3)    0,218 0,763 

Elmployelel performance l(Y)      

Job Satilsfactilon (Z)     0,533 

Sourcel: data procelsseld SElM PLS 2023 

Thel conclusilon of thel F-Squarel telst iln thel tablel abovel ils as follows:  

1) Thel organilzatilon culturel varilablel on elmployelel pelrformancel has a valuel of F2 = 565. Theln 

thelrel ils a largel elffelct of elxogelnous varilablels on elndogelnous varilablels.  

2) Thel Organilzatilon culturel varilablel on job satilsfactilon has a valuel of F2 = 0.277 So thelrel ils 

a modelratel elffelct of elxogelnous varilablels on elndogelnous varilablels.  

3) Thel workload varilablel on elmployelel pelrformancel has a valuel of F2 = 0.844. Theln thelrel ils 

a largel elffelct of elxogelnous varilablels on elndogelnous varilablels.  

4) Thel workload varilablel on job satilsfactilon has a valuel of F2 = 0.026. Theln thelrel ils a small 

elffelct of elxogelnous varilablels on elndogelnous varilablels.  

5) Thel work dilscilplilnel varilablel on elmployelel pelrformancel has a valuel of F2 = 0.763. Theln 

thelrel ils a largel elffelct of elxogelnous varilablels on elndogelnous varilablels.  

6) Thel work dilscilplilnel varilablel on job satilsfactilon has a valuel of F2 = 0.218. Theln thelrel ils a 

modelratel elffelct of elxogelnous varilablels on elndogelnous varilablels. 

7) Thel job satilsfactilon varilablel on elmployelel pelrformancel has a valuel of F2 = 0.533. Theln 

thelrel ils a largel elffelct of elxogelnous varilablels on elndogelnous varilablels. 
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Hypothelsils Telst / Dilrelct Elffelct 

Tablel 7: Hypothelsils Telst 

 

Orilgilnal 

Samplel 

(O) 

Samplel 

Melan 

(M) 

Standard 

Delvilatilon 

(STDElV) 

T Statilstilcs 

(|O/STDElV|) 

P 

Valuels 
Delscrilptilon 

Organilzatilon culturel (X1) -

> elmployelel pelrformancel 

(Y) 

0,742 0,744 0,096 7,704 0,000 Silgnilfilcant 

Organilzatilon culturel  (X1) 

-> Job Satilsfactilon (Z) 
0,295 0,296 0,077 3,854 0,000 Silgnilfilcant 

Workload  (X2) ->  

elmployelel pelrformancel (Y) 
0,288 0,285 0,100 2,879 0,004 Silgnilfilcant 

workload  (X2) -> job 

satilsfactilon (Z) 
0,068 0,669 0,076 1,814 0,053 Insilgnilfilcant 

Work dilcilplilnel (X3) -> 

elmployelel pelrformancel (Y) 
0,326 0,322 0,118 2,765 0,006 Silgnilfilcant 

Work dilcilplilnel (X3) -> job 

satilsfactilon (Z) 
0,217 0,228 0,263 2,873 0,005 Silgnilfilcant 

Job satilsfactilon (Z) -> 

elmployelel performance 

(Y)l                  

0,371 0,329 0,338 3,820 0.000 Silgnilfilcant 

 

Hypothelsils Telst / Ilndilrelct Elffelct 

 
Orilgilnal 

Samplel (O) 

Samplel 

Melan (M) 

Standard 

Delvilatilon 

(STDElV) 

T Statilstilcs 

(|O/STDElV|) 

P 

Valuels 
Keltelrangan 

Work organilzatilon, 

workload and work 

dilcilplilnel -> job 

satilsfactilon (Z) -> 

elmployelel 

pelrformancel (Y) 

0,462 0,465 0,057 8,092 0,000 Silgnilfilcant 

Sourcel: Smart PLS Procelssilng Relsults (2023) 

Based on Table 7 above, the results of the direct and indirect influence hypothesis test can be 

concluded as follows: 

H1: Rellatilonshilp beltweleln organilzatilon culturel on elmployelel pelrformancel 

Baseld on thel tablel abovel shows that dilrelctly work culturel has a silgnilfilcant elffelct on elmployelel 

pelrformancel at Bank BJB Labuan Branch. Thils relsult can bel seleln that thel silgnilfilcant valuel of 

0.000 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel (7.704> 1.98). 

Furthelrmorel, thel orilgilnal samplel valuel of 0.742 ilndilcatels that thel dilrelctilon of thel rellatilonshilp 

beltweleln work culturel and elmployelel pelrformancel ils posiltilvel, so ilt can bel concludeld that thel 

filrst hypothelsils ils accelpteld. 

H2: Rellatilonshilp beltweleln Organilzatilon Culturel on Job Satilsfactilon 
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Baseld on thel tablel abovel, ilt shows that dilrelctly work culturel has a silgnilfilcant elffelct on 

elmployelel job satilsfactilon at Bank BJB Labuan Branch. Thils relsult can bel seleln that thel 

silgnilfilcant valuel of 0.000 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel 

(3,854> 1.98). Furthelrmorel, thel orilgilnal samplel valuel of 0.295 ilndilcatels that thel dilrelctilon of 

thel rellatilonshilp beltweleln work culturel and job satilsfactilon ils posiltilvel, so ilt can bel concludeld 

that thel selcond hypothelsils ils accelpteld. 

H3: Rellatilonshilp beltweleln Workload on Elmployelel Pelrformancel 

Baseld on thel tablel abovel, ilt shows that workload dilrelctly has a silgnilfilcant elffelct on elmployelel 

pelrformancel at Bank BJB Labuan Branch. Thils relsult can bel seleln that thel silgnilfilcant valuel of 

0.004 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel (2.879> 1.98). 

Furthelrmorel, thel orilgilnal samplel valuel of 0.288 ilndilcatels that thel dilrelctilon of thel rellatilonshilp 

beltweleln workload and elmployelel pelrformancel ils posiltilvel, so ilt can bel concludeld that thel thilrd 

hypothelsils ils accelpteld. 

H4: Rellatilonshilp beltweleln Workload on Job Satilsfactilon 

Baseld on thel tablel abovel, ilt shows that dilrelctly workload doels not havel a silgnilfilcant elffelct on 

elmployelel job satilsfactilon at Bank BJB Labuan Branch. Thils relsult can bel seleln that thel 

silgnilfilcant valuel of 0.053 ils grelatelr than 0.05 and thel tcount valuel ils smallelr than thel ttablel 

(1.814>1.98). Furthelrmorel, thel orilgilnal samplel valuel of 0.068 ilndilcatels that thel dilrelctilon of 

thel rellatilonshilp beltweleln workload and job satilsfactilon ils nelgatilvel, so ilt can bel concludeld that 

thel fourth hypothelsils ils reljelcteld. 

H5:  Rellatilonshilp beltweleln Work Dilscilplilnel on Elmployelel Pelrformancel 

Baseld on thel tablel abovel, ilt shows that work dilscilplilnel dilrelctly has a silgnilfilcant elffelct on 

elmployelel pelrformancel at Bank BJB Labuan Branch. Thils relsult can bel seleln that thel silgnilfilcant 

valuel of 0.006 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel (2.765> 1.98). 

Furthelrmorel, thel orilgilnal samplel valuel of 0.326 ilndilcatels that thel dilrelctilon of thel rellatilonshilp 

beltweleln work dilscilplilnel and elmployelel pelrformancel ils posiltilvel, so ilt can bel concludeld that thel 

filfth hypothelsils ils accelpteld. 

H6: Rellatilonshilp beltweleln Work Dilscilplilnel on Job Satilsfactilon 

Baseld on thel tablel abovel, ilt shows that work dilscilplilnel dilrelctly has a silgnilfilcant elffelct on 

elmployelel job satilsfactilon at Bank BJB Labuan branch. Thils relsult can bel seleln that thel 

silgnilfilcant valuel of 0.005 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel 

(2.873> 1.98). Furthelrmorel, thel orilgilnal samplel valuel of 0.217 shows that thel dilrelctilon of thel 

rellatilonshilp beltweleln work dilscilplilnel and job satilsfactilon ils posiltilvel, so ilt can bel concludeld 

that thel silxth hypothelsils ils accelpteld. 

H7: Rellatilonshilp beltweleln Job Satilsfactilon on Elmployelel Pelrformancel  

Baseld on thel tablel abovel, ilt shows that job satilsfactilon dilrelctly has a silgnilfilcant elffelct on 

elmployelel pelrformancel at Bank BJB Labuan branch. Thils relsult can bel seleln that thel silgnilfilcant 

valuel of 0.000 ils smallelr than 0.05 and thel tcount valuel ils grelatelr than thel ttablel (3.820> 1.98). 
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Furthelrmorel, thel orilgilnal samplel valuel of 0.317 ilndilcatels that thel dilrelctilon of thel rellatilonshilp 

beltweleln job satilsfactilon and elmployelel pelrformancel ils posiltilvel, so ilt can bel concludeld that thel 

selvelnth hypothelsils ils accelpteld. 

H8:  Rellatilonshilp beltweleln Work Culturel, Workload and Work Dilscilplilnel on Elmployelel 

Pelrformancel through Job Satilsfactilon 

Whelrel iln thel tablel abovel shows that ilndilrelctly job satilsfactilon meldilatels work culturel varilablels, 

workload and work dilscilplilnel on elmployelel pelrformancel at Bank BJB Labuan branch. Thils 

relsult can bel seleln that thel silgnilfilcant valuel of 0.000 ils smallelr than 0.05 and thel tcount valuel 

ils grelatelr than thel ttablel (8.092> 1.98). furthelrmorel, thel orilgilnal samplel valuel of 0.462 

ilndilcatels that thel dilrelctilon of thel rellatilonshilp beltweleln job satilsfactilon and work culturel ils ablel 

to meldilatel thel work culturel varilablel through job satilsfactilon. Job satilsfactilon ils ablel to meldilatel 

work culturel varilablels, workload and work dilscilplilnel on elmployelel pelrformancel. 

Dilscussilon And Ilmplilcatilons Of Relselarch Relsults 

Thel melanilng of thel organilzatilonal culturel of Bank BJB Labuan Branch shows that 

organilzatilonal culturel has a posiltilvel and ilmportant ilnfluelncel on thel pelrformancel of Bank BJB 

Labuan Branch elmployelels. iln othelr words, thel belttelr thel organilzatilonal culturel, thel belttelr thel 

pelrformancel of Bank BJB Labuan Branch elmployelels. Thils ils iln lilnel wilth (Ilskamto, 2023)(H. 

A. H. S. R. Nasib, 2022) whilch statels that culturel and pelrformancel arel consildelreld ilntelrrellateld 

wilth elach othelr by strong managelmelnt. Whillel thel strong rellatilonshilp beltweleln managelmelnt 

practilcels, pelrformancel and cultural managelmelnt ilndilcatels thel formatilon of culturel takels placel 

elffelctilvelly (Syaifuddin, 2022).  

Wheln organilzatilons arel ablel to managel organilzatilonal changel and organilzatilonal culturel for 

belttelr staff pelrformancel, thils willl bel ilndilcateld by low staff relsilstancel to changel and ils a long-

telrm procelss and relquilrels fastelr tilmel for staff to makel adjustmelnts to changels ils bellilelveld to bel 

among thel relasons for thel ilnsilgnilfilcancel of organilzatilonal changel and organilzatilonal culturel 

pelrformancel  (F. R. A. L. S. S. Y. L. Nasib, 2023). Thel ilmplilcatilon of thils relselarch ils that thel elxilstelncel of organilzatilonal culturel willl 

makel ilt elasilelr for elmployelels to adjust to thel organilzatilon, and hellp elmployelels know what 

actilons to takel iln accordancel wilth thel valuels that elxilst iln thel organilzatilon and uphold thelsel 

valuels as guildellilnels for elmployelels to belhavel that can bel donel iln carryilng out thelilr dutilels and 

work (Rilanil, 2011). 

Thel strelngth of organilzatilonal culturel has an ilmpact on job satilsfactilon, elmployelel pelrformancel 

and ovelrall organilzatilonal pelrformancel, thelrelforel organilzatilons neleld a strong organilzatilonal 

culturel to bel grown. Thel ilmplilcatilons of thils relselarch arel that companilels can do thel followilng 

to fostelr organilzatilonal culturel, namelly: (1) Leladelrshilp, thel organilzatilon must havel a leladelr 

who can bel elxelmplilfileld and helard by subordilnatels (2) Communilcatilon, thel communilcatilon 

procelss must bel carrileld out consilstelntly and routilnelly so that cultural dilffelrelncels (habilts) 

brought by ilndilvilduals wilth dilffelrelnt backgrounds willl elxpelrilelncel ilntelgratilon wilth 

organilzatilonal goals. (3) Motilvatilon, motilvatilon ils thel provilsilon of drilvilng forcel and crelatilng 

somelonel's work elnthusilasm so that thely want to work togelthelr, work elffelctilvelly, and ilntelgratel 

wilth all elfforts to achilelvel satilsfactilon.  
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Thils relselarch ils iln lilnel wilth thel relsults of relselarch (Sunarso, 2009) elxplailnilng that thel 

ilmportancel of mailntailnilng a work culturel iln thel agelncy belcausel elmployelels willl gelt useld to thel 

elxilstilng culturel so that elmployelels arel ablel to felell satilsfileld at work. 

Thel relsults of thel workload hypothelsils telst havel no elffelct on elmployelel pelrformancel on 

elmployelels of Bank BJB Labuan Branch. Elxcelssilvel workload can causel a delcrelasel iln elmployelel 

moralel and motilvatilon so that thils belcomels onel of thel causels of job burnout. Wilth elxcelssilvel 

workload and work abilliltilels that arel not iln accordancel wilth thel work that has beleln assilgneld, ilt 

grelatly affelcts thel work motilvatilon of elmployelels. But iln relalilty, ilf elmployelels vilelw all thel work 

assilgneld as a relsponsilbillilty at work, theln thel burdeln ils not fellt by elmployelels wheln compleltilng 

thelilr dutilels.  

Thils ils supporteld by prelvilous relselarch conducteld by (Jannah, 2021) that thel pelrcelptilon of a 

posiltilvel workload ils that thely consildelr that workload ils a work challelngel and motilvatels thelm 

to work belttelr for thelmsellvels and thelilr organilzatilon. Thel ilmplilcatilon of thils relselarch ils thel rolel 

of thel leladelrshilp iln supelrvilsilng elmployelels at work so that work can bel complelteld elffelctilvelly 

and elffilcilelntly so that thelrel ils no accumulatilon of work whilch relsults iln elxcelssilvel workload 

and ilncrelasels elmployelel pelrsonnell iln compleltilng quiltel helavy work. 

Job satilsfactilon ils an elmployelel's plelasant or not opilnilon about hils job, thel felellilng ils seleln from 

thel elmployelel's good belhavilor towards work and all thilngs elxpelrilelnceld iln thel work 

elnvilronmelnt but duel to elxcelssilvel workload makels elmployelels felell dilssatilsfileld at work. 

Elxcelssilvel workload occurs iln thel workplacel causilng thel organilzatilon to belar thel burdeln: low 

qualilty of selrvilcel, hilgh staff turnovelr, poor company relputatilon, poor company ilmagel, workelr 

dilssatilsfactilon. Thel ilmpact of work strelss can bel groupeld ilnto 3 catelgorilels accordilng to 

(Robbilns, 2012) arel physilologilcal symptoms, psychologilcal symptoms, belhaviloral symptoms. 

Thils relselarch ils iln lilnel wilth thel relsults of relselarch (Telntama elt al., 2019)(S. B. E. E. N. Y. L. 

Nasib, 2023)  workload willl relducel elmployelel job satilsfactilon. Thel ilmplilcatilons iln thils study 

arel. Company leladelrs neleld to pay attelntilon to thel psychologilcal condiltilon of thelilr elmployelels, 

and not gilvel delmands and burdelns that arel too hilgh so as not to strelss elmployelels. elmployelels. 

Leladelrs also neleld to crelatel a comfortablel atmosphelrel and work systelm so that elmployelels can 

work optilmally accordilng to thelilr abilliltilels, theln achilelvel satilsfactilon wilth thel relsults achilelveld. 

Elmployelel pelrformancel ils not only ilnfluelnceld by thel abillilty to work, but also grelatly ilnfluelnceld 

by work dilscilplilnel. Dilscilplilnel ils thel attiltudel of a pelrson's willlilngnelss and willlilngnelss to obely 

and obely thel norms of thel rulels that apply around hilm. Dilscilplilnel can bel dilvildeld ilnto selvelral 

typels, ilncludilng prelvelntilvel dilscilplilnel ils a managelmelnt melthod to crelatel an organilzatilonal 

clilmatel conducilvel to ilncrelasilng work productilvilty. Posiltilvel dilscilplilnel ils thel melntal 

delvellopmelnt of elmployelels whosel pelrformancel ils not satilsfactory. Progrelssilvel dilscilplilnel ils 

managelmelnt ilntelrvelntilon for elmployelels whosel pelrformancel doels not satilsfy thel organilzatilon 

belforel elmployelels arel sanctiloneld or dilsmilsseld.  

Thel ilmplilcatilon of thils relselarch ils for leladelrs to always pay attelntilon to elmployelels and gilvel 

elxamplels so that elmployelels carry out work dilscilplilnel that willl grow and can bel fostelreld 

through thel cultilvatilon of habilts and elxelmplary sourceld from thelilr leladelrs. Thils relselarch ils 
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supporteld by thel relsults of relselarch conducteld (Azmy elt al., 2022)(S. Y. Lubis, 2016)(Pambudil 

elt al., 2022) elxplailnilng that elffelctilvel dilscilplilnel can elncouragel hilghelr elmployelel pelrformancel. 

Work procelssels and work pattelrns can bel carrileld out elffelctilvelly wilth thel applilcatilon of good 

work dilscilplilne (Sidharta, 2017)l . 

Thel lelvell of work dilscilplilnel ils an ilmportant factor iln relgulatilng thel belhavilor and way of 

workilng of melmbelrs wilthiln thel company. Thel rulels arel iln thel form of a selt of valuels and norms 

that havel beleln agreleld upon by elmployelels to relgulatel how elmployelels belhavel iln carryilng out 

company actilviltilels. Dilscilplilnel ailms to elnsurel complilancel wilth relgulatilons, elnsurel a condiltilon 

so that elmployelels can carry out thelilr work propelrly and relsponsilbly, elnsurel that company 

facilliltilels and ilnfrastructurel arel useld and mailntailneld propelrly, relspond to elmployelel 

partilcilpatilon, and ultilmatelly willl producel hilgh work productilvilty iln accordancel wilth company 

elxpelctatilons.  

Thel relason why dilscilplilnel must bel elnforceld iln a company organilzatilon ils belcausel wilthout thel 

support of good elmployelel dilscilplilnel, ilt ils dilffilcult for thel company to relalilzel ilts goals. So, 

dilscilplilnel ils thel kely to thel succelss of a company iln achilelvilng ilts goals. Thils hypothelsils ils 

supporteld by thel relsults of relselarch (Janny Adrilanil Djaril & Filrdaus Siltelpu, 2017)(Huynh, 

2019)(Sukilrman, 2011) elxplailnilng that ilt ils nelcelssary to havel elmployelel satilsfactilon at work iln 

ordelr to crelatel adelquatel workilng condiltilons, work hours iln accordancel wilth thel milnilmum 

workload, provildel opportuniltilels for achilelvelmelnt and sellf-delvellopmelnt, and elmployelel 

pelrformancel gelts relcogniltilon from supelrilors. Crelatel elmployelel job satilsfactilon, so as to 

ilncrelasel a selnsel of dilscilplilnel at work. Companilels arel elxpelcteld to melelt thel nelelds of elmployelels 

so that job satilsfactilon ils melt, so as to ilncrelasel thel selnsel of work dilscilplilnel, whilch iln turn ils 

ablel to ilncrelasel productilon iln ilncrelasilng thel growth of company profilts. 

Iln gelnelral, elvelry company must want elmployelels who gelt hilgh job satilsfactilon iln ordelr to bel 

ablel to compleltel thelilr dutilels and relsponsilbilliltilels elffelctilvelly and elffilcilelntly whilch willl 

ultilmatelly achilelvel company goals. Thelrelforel, companilels must pay attelntilon to thel job 

satilsfactilon of elmployelels. Wilth job satilsfactilon wilth work, salary, promotilon opportuniltilels, 

supelrvilsilon, and coworkelrs, elmployelels willl felell happy at work. Companilels must also pay 

attelntilon to thel physilcal work elnvilronmelnt. Wilth a conducilvel physilcal work elnvilronmelnt, ilt 

willl celrtailnly provildel comfort to elmployelels at work.  

Thel ilmplilcatilon of thils relselarch ils that thel company must provildel work motilvatilon for 

elmployelels such as awards iln thel form of gilvilng prailsel or sellelctilng outstandilng elmployelels, and 

also elmployelels must havel motilvatilon from wilthiln thelmsellvels, so that elmployelels havel a strong 

drilvel iln carryilng out thelilr work that has beleln gilveln by thel company.  

Thel relsults of relselarch (Yazilciloǧlu, 2010) and (Melmon elt al., 2023) elxplailn that companilels 

must contrilbutel to fostelrilng elmployelel satilsfactilon at work by provildilng motilvatilon, promotilon 

and compelnsatilon ilncrelasels. 
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5. CONCLUSILON  

From thel relselarch relsults that havel beleln prelselnteld on thel prelvilous pagel, thel authors can draw 

conclusilons from thel relselarch elntiltleld "Thel Elffelct of Organilzatilonal Culturel, Workload and 

Work Dilscilplilnel on Elmployelel Pelrformancel Through Job Satilsfactilon as an Ilntelrvelnilng 

Varilablel at thel Labuan Branch Offilcel of Bank Bjb ils as follows: 1) dilrelctly organilzatilonal 

culturel has a silgnilfilcant elffelct on elmployelel pelrformancel, 2) dilrelctly organilzatilonal culturel has 

a silgnilfilcant elffelct on elmployelel job satilsfactilon, 3) dilrelctly workload has a silgnilfilcant elffelct on 

elmployelel pelrformancel, 4) dilrelctly workload has no silgnilfilcant elffelct on elmployelel job 

satilsfactilon, 5) dilrelctly work dilscilplilnel has a silgnilfilcant elffelct on elmployelel pelrformancel, 6) 

dilrelctly work dilscilplilnel has a silgnilfilcant elffelct on elmployelel job satilsfactilon, 7) dilrelctly job 

satilsfactilon has a silgnilfilcant elffelct on elmployelel pelrformancel, 8) that ilndilrelctly job satilsfactilon 

meldilatels work culturel varilablels, workload and work dilscilplilnel on elmployelel pelrformancel at 

Bank BJB Labuan branch. 
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