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Abstract: This study aims to analyze the mediating role of work motivation on the relationship 

between organizational culture, work discipline, and work productivity in expedition service 

companies in Indonesia. Data were collected from 150 respondents who were randomly 

selected employees of expedition companies. The research method used is quantitative with 

Structural Equation Modeling - Partial Least Square analysis tool. The results showed that: 

Organizational culture has a positive but insignificant effect on work motivation (P-Value = 

0.104 > 0.05). Organizational culture has a positive but insignificant effect on work 

productivity (P-Value = 0.429 > 0.05). Work discipline has a negative and significant effect on 

work motivation (P-Value = 0.003 < 0.05). Work discipline has a positive and significant effect 

on work productivity (P-Value = 0.000 < 0.05). Work motivation has a positive but 

insignificant effect on work productivity (P-Value = 0.182 > 0.05). The mediation test results 

show that: Work motivation does not mediate the effect of organizational culture on work 

productivity (P-Value = 0.360 > 0.05). Work motivation does not mediate the effect of work 

discipline on work productivity (P-Value = 0.253 > 0.05). 
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INTRODUCTION 

Increasing employee productivity is an important aspect for service-based companies, 

especially in the expedition industry in Indonesia. This study aims to investigate the role of 

work motivation as a mediating factor between organizational culture, work discipline, and 

work productivity in expedition service companies in Indonesia.  

Organizational culture has been recognized as a significant factor in influencing 

employee behavior and performance (Pineda & Maderazo, 2018). Existing literature suggests 

that a strong organizational culture, characterized by shared values, beliefs, and behaviors 
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among employees, can positively impact their intrinsic motivation (Pineda & Maderazo, 2018) 

(Azis et al., 2019). In addition, work discipline, which includes aspects such as punctuality, 

adherence to company policies, and task completion (Marlapa & Mulyana, 2020), has been 

found to be closely related to employee productivity. 

Although previous research has examined the individual relationships between 

organizational culture, work discipline, and work productivity (Pineda & Maderazo, 2018) 

(Marlapa & Mulyana, 2020), the mediating role of work motivation in these relationships 

remains unexplored, especially in the context of the expedition services industry in Indonesia. 

This study seeks to fill this gap by examining how work motivation may serve as a mechanism 

through which organizational culture and work discipline influence overall work productivity 

in expedition service companies in Indonesia. 

The findings from this study are expected to provide valuable insights for expedition 

service companies in Indonesia, so that they can better understand the complex relationship 

between organizational culture, work motivation, work discipline, and work productivity. This 

knowledge can then be used to develop targeted strategies and interventions to improve 

employee performance and organizational effectiveness (Work Motivation: Theory, Practice, 

and Future Directions, 2023) (Fahrizal et al., 2023). 

 

LITERATURE REVIEW  

This study examines the mediating role of work motivation in the relationship between 

organizational culture, work discipline, and work productivity in expedition service companies 

in Indonesia. The aim is to analyze how work motivation serves as a connector, shaping the 

linkages between these core organizational factors (Fahrizal et al., 2023). 

Existing research has highlighted the importance of work discipline as a key determinant 

of employee performance (Widarto et al., 2022). Work discipline, such as punctuality and 

compliance with company policies, has been shown to facilitate the achievement of 

organizational goals (Marlapa & Mulyana, 2020). Similarly, work motivation has been 

identified as an important driver of employee productivity (Siburian et al., 2023). When 

employees are motivated, they are more likely to put forth their best efforts and contribute to 

the overall success of the organization (Perkasa et al., 2023). However, the literature also 

suggests that the relationship between these variables is indirect. Organizational culture can 

have a major impact on employee motivation and, in turn, on their work discipline and 

productivity (Widarto et al., 2022) (Marlapa & Mulyana, 2020) (Perkasa et al., 2023).  To better 

understand this dynamic relationship, this study will investigate the mediating role of work 

motivation. By examining how work motivation shapes the relationship between 

organizational culture, work discipline, and work productivity, the findings may provide 

valuable insights for expedition service companies seeking to improve their organizational 

performance. (Perkasa et al., 2023) The methodology of this study will utilize a quantitative 

approach, using survey data collected from employees of expedition service companies in 

Indonesia. Advanced statistical techniques, such as path analysis, will be used to model the 

complex interactions between the variables (Widarto et al., 2022).  This research aims to 

contribute to existing knowledge by explaining the mechanism by which work motivation 

mediates the relationship between organizational factors in the context of the expedition 

services industry in Indonesia. (Sutiyono et al., 2022) The implications of these findings will 

be discussed in terms of their practical relevance for managers and policy makers seeking to 

optimize organizational performance and productivity. (Arief et al, This study aims to explain 

the mechanism by which work motivation mediates the relationship between organizational 

factors, such as organizational culture, work discipline, and work productivity, in the context 

of the expedition services industry in Indonesia. (Sutiyono et al., 2022) The findings will 

address practical implications for managers and policy makers who want to optimize 
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organizational performance and productivity in this industry. (Arief et al., 2020) (Marlapa & 

Mulyana, 2020) 

 
Figure 1. Conceptual Framework 

 

Based on the research paradigm, the hypothesis proposed is as follows: 

H1: Organizational culture affects work productivity 

H2 : Organizational culture affects work motivation 

H3: Work discipline affects work productivity 

H4: Work discipline affects work motivation 

H5: Work motivation affects work productivity 

H6: Work motivation mediates the effect of organizational culture on work productivity 

H7 : Work motivation mediates the effect of work discipline on work productivity 

 

METHOD 

This study uses an associative method with a quantitative approach, which is an approach 

where the researcher aims to analyze the problem of the relationship between a variable and 

another variable (Juliandi, et al., 2015). The dependent variables in this study are organizational 

culture and work discipline, the dependent variable is work productivity and the mediating 

variable is work motivation. The population of this study were employees of expedition 

companies in Indonesia.  The number of samples used was 150 respondents determined based 

on the Slovin formula. The sampling technique used purposive sampling of employees from 

each section determined by random sampling method. by random sampling method. Data 

collection techniques through interviews and questionnaires. Meanwhile, the data analysis 

technique uses the Smart-PLS analysis tool to determine the measurement model (Outer model) 

in describing the relationship between the indicator block and the latent variable and the 

structural model (Inner model) or structural model to predict the causal relationship between 

latent variables 

 

RESULTS AND DISCUSSION 

 

 
Figure 2. Outer Loding 
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                                      Table 1.  Average Variance Extracted (AVE) 
    
  Average Variance Extracted (AVE)  
Organizational Culture (BO) 0,715  
Work Discipline (DK) 0,789  
Work Motivation (MO) 1,000  
Work Productivity (PK) 0,673  

 

Based on table 1, it can be seen that organizational culture, work discipline, work 

motivation, work productivity have an AVE value> 0.5. Thus it can be said that each variable 

has good validity. 

    
                                       Table 2. Composite Reliability 
    
  Composite Reliability     
Organizational Culture (BO) 0,831     
Work Discipline (DK) 0,882     
Work Motivation (MO) 1,000     
Work Productivity (PK) 0,892     

 

Based on table 2, it can be seen that the composite reliability value for these variables 

organizational culture, work discipline, work motivation, work productivity> 0.6 so it can be 

concluded that all variables have high reliability. 

 
Table 3. Discriminant Validity 

    

  
Organizational 

Culture (BO) 

Work 

Discipline 

(DK) 

Work 

Motivation 

(MO) 

Work 

Productivity 

(PK) 

Organizational Culture (BO) 0,846       

Work Discipline (DK) -0,131 0,888     

Work Motivation (MO) 0,173 -0,285 1,000   

Work Productivity (PK) -0,051 0,787 -0,148 0,820 

 

Based on table 3, it can be seen that the HTMT value of each research variable, 

organizational culture, work discipline and work productivity <0.90, it can be concluded that 

the variables have good discriminatory validity, but work motivation is 1> 90, so the 

discriminatory validity is weak. 

 

Inner Model 
Table 4. R. Square 

  R Square 
R Square 

Adjusted 

Work Motivation (MO) 0,100 0,088 

Work Productivity (PK) 0,628 0,620 

 

Based on table 4, the test result of the R-Square value on employee performance is the 

Adjusted R-Square for the path model using the intervening variable is 0.620. This means that 

the ability of organizational culture and work discipline variables to explain work productivity 

is 62%. Thus, the model is classified as strong. While the R-Square test on work motivation 

behavior is R-Square Adjusted with a path model using intervening variables of 0.088. This 
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means that organizational culture and work discipline explain work motivation by 8.8%. Thus, 

the model is classified as weak 

 
Table.5. F Squarer 

  
Organizational 

Culture (BO) 

Work 

Discipline 

(DK) 

Work 

Motivation 

(MO) 

Work 

Productivity 

(PK) 

Organizational Culture (BO)     0,021 0,005 

Work Discipline (DK)     0,078 1,628 

Work Motivation (MO)       0,014 

Work Productivity (PK)         

 

Based on table 5, the test results of the F-Square value for the organizational culture 

variable on work motivation have a value of F2 = 0.021. So that there is a weak influence of 

exogenous variables on endogenous variables. The organizational culture variable on work 

productivity has a value of F2 = 0.005. So there is a weak influence of exogenous variables on 

endogenous variables. The work discipline variable on work motivation has a value of F2 = 

0.078. Then there is a strong influence of exogenous variables on endogenous variables. The 

work discipline variable on work productivity has a value of F2 = 1.628. So there is a strong 

influence of exogenous variables on endogenous variables. While the variable work motivation 

behavior on employee productivity has a value of F2 = 0.014. So there is a weak influence of 

exogenous variables on endogenous variables. 

 
Table 6. Direct Effect 

  
Original 

Sample (O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Organizational Culture (BO) -> Work 

Motivation (MO) 
0,138 0,146 0,085 1,631 0,104 

Organizational Culture (BO) -> Work 

Productivity (PK) 
0,043 0,036 0,054 0,792 0,429 

Work Discipline (DK) -> Work 

Motivation (MO) 
-0,267 -0,264 0,070 3,801 0,000 

Work Discipline (DK) -> Work 

Productivity (PK) 
0,815 0,814 0,038 21,729 0,000 

Work Motivation (MO) -> Work 

Productivity (PK) 
0,077 0,080 0,058 1,337 0,182 

 

Based on table.6, the direct effect value of the organizational culture variable on work 

motivation has a path coefficient of 0.138 and a P-Value of 0.104 (>0.05), meaning that it has 

a positive and insignificant effect. The organizational culture variable on work productivity has 

a path coefficient value of 0.043 and a P-Value of 0.429 (>0.05), meaning that it has a positive 

and insignificant effect. For work discipline to work motivation has a path coefficient value of 

-0.267 and a P-Value of 0.003 (<0.05), meaning it has a negative and significant effect.  The 

work discipline variable on work productivity has a path coefficient value of 0.815 and a P-

Value of 0.000 (<0.05), which means it has a positive and significant effect. influence. The 

variable work motivation on work productivity has a path coefficient value of 0.077 and a P-

Value of 0.182 (>0.05), meaning that it has a positive and insignificant effect. influence. 
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Table 7. Indirect Effect 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

Organizational Culture (BO) -> 

Work Motivation (MO) -> Work 

Productivity (PK) 

0,011 0,012 0,012 0,915 0,360 

Work Discipline (DK) -> Work 

Motivation (MO) -> Work 

Productivity (PK) 

-0,021 -0,021 0,017 1,189 0,235 

 

Based on table 7, the value of the indirect effect of organizational culture variables on 

work productivity through work motivation is 0.360 with a P-value of 0.360> 0.05, so work 

motivation does not mediate the effect of organizational culture on work productivity. 

The indirect effect of work discipline on work productivity through work motivation is 0.253 

with a P-Value of 0.253> 0.05, so work motivation does not mediate the effect of work 

discipline on work productivity. 
 

Table 8. Total Effect 

  

Original 

Sample 

(O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Organizational Culture 

(BO) -> Work 

Motivation (MO) 

0,138 0,146 0,085 1,631 0,104 

Organizational Culture 

(BO) -> Work 

Productivity (PK) 

0,053 0,048 0,055 0,973 0,331 

Work Discipline (DK) -> 

Work Motivation (MO) 
-0,267 -0,264 0,070 3,801 0,000 

Work Discipline (DK) -> 

Work Productivity (PK) 
0,794 0,793 0,036 22,128 0,000 

Work Motivation (MO) -

> Work Productivity 

(PK) 

0,077 0,080 0,058 1,337 0,182 

 

Based on table 8, the value of the direct effect of organizational culture variables on work 

productivity is 0.043 + Indirect Effect for organizational culture on work productivity through 

work motivation of 0.011 = 0.053. This means that the total effect of organizational culture on 

work productivity through work motivation is 0.053. The direct effect of work discipline 

variable on work productivity is 0.815 + The indirect effect of work discipline variable on work 

productivity through work motivation is -0.021 =0.794. This means that the total effect on the 

relationship between work discipline and performance through work motivation is 0.794. 

 

DISCUSSION 

Organizational culture affects work productivity 

In this study, the direct effect of organizational culture variables on work productivity in 

expedition service companies in Indonesia showed positive but insignificant results. The results 

of statistical analysis show that the path coefficient of the direct effect of organizational culture 

on work productivity is 0.043 with a P-value of 0.429. The P-value greater than 0.05 indicates 

that statistically, the effect of organizational culture on work productivity is not significant. 

This means that, although organizational culture contributes positively to increased work 

productivity, its impact is not strong enough to be considered significant in the context of this 
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study. This result suggests that other factors may have a more dominant role in influencing 

work productivity in expedition service companies in Indonesia. 

 

Organizational culture affects work motivation 

The direct effect of organizational culture variables on work motivation in expedition 

service companies in Indonesia shows positive but insignificant results. Based on the results of 

the analysis, the path coefficient of the direct effect of organizational culture on work 

motivation is 0.138 with a P-value of 0.104. Since the P-value is greater than 0.05, it can be 

concluded that the effect of organizational culture on work motivation is not statistically 

significant. This means that although organizational culture has a tendency to increase 

employee work motivation, its impact is not strong or consistent enough to be considered 

significant in this study. (Lathiifa & Chaerudin, 2022) This result suggests that other factors 

may have a greater role in influencing employee work motivation in expedition service 

companies in Indonesia. 

 

Work discipline affects work productivity 

In this study, the direct effect of work discipline variables on work productivity in 

expedition service companies in Indonesia shows positive and significant results. Based on 

data analysis, the path coefficient of work discipline on work productivity is 0.815, with a P-

value of 0.000. The P-value which is much smaller than 0.05 indicates that the effect of work 

discipline on work productivity is highly statistically significant. The path coefficient of 0.815 

indicates that work discipline has a strong influence on work productivity. This figure shows 

that the higher the work discipline possessed by employees, the more their work productivity 

tends to increase significantly. Good work discipline includes adherence to rules, punctuality, 

responsibility for tasks, and commitment to work, all of which contribute directly to increased 

productivity. (Asgaruddin, 2023) 

  

Work discipline affects work motivation 

In this study, the direct effect of work discipline variables on work motivation in 

expedition service companies in Indonesia shows negative but significant results. Based on the 

analysis results, the path coefficient of work discipline on work motivation is -0.267, with a P-

value of 0.003. Because the P-value is smaller than 0.05, it can be concluded that the effect of 

work discipline on work motivation is statistically significant. The path coefficient of -0.267 

indicates that work discipline has a negative influence on work motivation. This means that 

when work discipline increases, work motivation tends to decrease, and vice versa. This 

negative influence may occur because the discipline applied is too strict or rigid, which may 

cause employees to feel less flexible, pressured, or uncomfortable in carrying out their tasks. 

In the context of expedition service companies in Indonesia, these results indicate that while 

work discipline is necessary to maintain efficiency and productivity, the application of 

discipline that is excessive or pays little attention to the needs and welfare of employees may 

adversely affect their motivation to work. (Ardiansa et al., 2022) Effective work discipline should 

be balanced with support and appreciation for employees, so that they still feel motivated to 

work well and productively. 

 

Work motivation affects work productivity 

Based on the results of the analysis that has been carried out, the Work Motivation 

variable on Work Productivity shows a path coefficient of 0.077 with a P-Value of 0.182. 

Interpretation of this result, Positive Influence: The path coefficient of 0.077 indicates that 

there is a positive influence between Work Motivation on Work Productivity. This means that, 

in general, an increase in work motivation tends to be followed by an increase in work 
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productivity. However, this influence is very weak as the coefficient is very small. Insignificant 

Effect: The P-Value of 0.182, which is greater than the general significance level of 0.05, 

indicates that this positive effect is not statistically significant. This means that there is a high 

probability that the relationship between Work Motivation and Work Productivity found in this 

analysis is due to chance and not a real cause-and-effect relationship.Implications for 

Expedition Service Companies in Indonesia: In the context of expedition service companies in 

Indonesia, these results suggest that increasing work motivation does not significantly impact 

on increasing work productivity. (Sutiyono et al., 2022) This could mean that other factors may 

have more influence on employee productivity, such as working conditions, management, or 

even external factors not included in this analysis. 

 

Work motivation mediates the effect of organizational culture on work productivity 

Based on the results of the analysis, the indirect effect of organizational culture on work 

productivity through work motivation in expedition service companies in Indonesia has a value 

of 0.360 with a P-Value of 0.360 (> 0.05). Insignificant Effect: A P-Value greater than 0.05 

indicates that this indirect effect is not statistically significant. This means that there is no 

strong evidence that organizational culture affects work productivity through work motivation. 

No mediation: Since the effect is not significant, this indicates that work motivation does not 

mediate the effect of organizational culture on work productivity. In other words, changes in 

organizational culture will not significantly improve work productivity through increased work 

motivation.Implications for Expedition Service Companies: In the context of expedition 

service companies in Indonesia, these results suggest that efforts to improve or enhance 

organizational culture will not have a significant impact on work productivity if focused on 

increasing work motivation as an intermediary. (Delano et al., 2020) Therefore, companies 

may need to consider other more effective approaches to influence work productivity directly 

or explore other factors that may play a more significant role. 

 

Work motivation mediates the effect of work discipline on work productivity 

The indirect effect of work discipline on work productivity through work motivation in 

expedition service companies in Indonesia has a value of 0.253 with a P-Value of 0.253 (> 

0.05). The effect is not significant: A P-Value greater than 0.05 indicates that this indirect effect 

is not statistically significant. This means that there is no strong evidence that work discipline 

affects work productivity through work motivation not mediation: Since the effect is not 

significant, this indicates that work motivation does not act as a mediator in the relationship 

between work discipline and work productivity. In other words, increasing work discipline will 

not significantly increase work productivity through increasing work motivation. Implications 

for Expedition Service Companies: In the context of expedition service companies in 

Indonesia, these results suggest that efforts to improve work discipline will not effectively 

improve work productivity through work motivation. Companies may need to consider other 

factors that are more significant in influencing work productivity or find other ways to increase 

motivation that are more directly related to productivity. 

 

CONCLUSIONS 

1. The effect of organizational culture on work productivity is not significant. This means that, 

while there may be a relationship between organizational culture and work productivity, the 

relationship is not strong enough to be considered significant in the context of this analysis. 

In expedition service companies in Indonesia, there is insufficient evidence to suggest that 

changes in organizational culture directly affect the level of employee work productivity. 

Practically, this suggests that efforts to improve organizational culture may not directly 

impact work productivity through work motivation. Therefore, companies need to consider 
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other factors or additional approaches in their efforts to improve work productivity, as 

organizational culture may not be an effective mediator in this relationship. 

2. The effect of organizational culture on work motivation is not significant. This means that 

in the analysis conducted, there is not strong enough evidence to show that organizational 

culture significantly affects employee work motivation. This result indicates that changes 

or improvements in organizational culture do not significantly affect work motivation. This 

suggests that other factors may be more instrumental in influencing employee work 

motivation than the aspects of organizational culture examined in this analysis. 

3. The P-Value which is much smaller than 0.05 indicates that the effect of work discipline on 

work productivity is statistically significant. which means there is strong evidence that there 

is a significant influence between the independent variable (work discipline) and the 

dependent variable (work productivity). In other words, the smaller the P-Value, the higher 

our confidence level that the observed relationship between work discipline and work 

productivity is real. 

4. Since the P-value is smaller than 0.05, it can be concluded that the effect of work discipline 

on work motivation is statistically significant. This means that the data obtained shows that 

there is a strong and reliable relationship between work discipline and work motivation. In 

other words, an increase in work discipline tends to be accompanied by an increase in 

employee work motivation, and this relationship is not the result of chance, but based on 

statistically strong evidence. 

5. The P-Value of 0.182, which is greater than the common significance level of 0.05, indicates 

that this positive effect is not statistically significant. This means that although there is an 

indication of a positive effect, the evidence obtained is not strong enough to ensure that the 

effect is real and not the result of random variability in the data. In other words, there is not 

enough evidence to conclude that the tested variable has a significant impact. 

6. A P-value greater than 0.05 indicates that this indirect effect is not statistically significant. 

That is, there is no strong evidence that organizational culture affects work productivity 

through work motivation. In other words, work motivation does not act as a significant 

mediator in the relationship between organizational culture and work productivity. Since the 

effect is not significant, it can be concluded that organizational culture does not effectively 

influence work productivity through the path of work motivation. 

7. A P-value greater than 0.05 indicates that this indirect effect is not statistically significant. 

This means that there is no strong evidence that work discipline affects work productivity 

through work motivation. In other words, work motivation does not act as a significant 

mediator in the relationship between work discipline and work productivity. Since the effect 

is not significant, it can be concluded that work motivation does not mediate the relationship 

between work discipline and work productivity. 
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