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Abstract: This study aims to determine and analyze the influence of organizational culture , 
motivation to work , and work discipline t erhadap performance of employees at PT TJB . This 
research was conducted on 80 respondents who are permanent employees, data collection 
techniques using questionnaires. The research design used is causality . Data processing is done 
by analysis of Partial Least Square ( Smart -PLS) version 3.0. The results of the study show 
that organizational culture dominated by the type of hierarchy, the most dominant work 
motivation is about the need for achievement or achievement and work discipline is about 
obedience to work rules. The results of hypothesis testing prove that organizational culture, 
work motivation and work discipline have a positive and significant effect on employee 
performance at PT TJB. 
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INTRODUCTION 

Businesses that are formed within an organization certainly need resources as capital, 
materials and machines. To operate an organization or company, of course, requires human 
resources, namely employees, without employees the company will not be able to operate 
properly in achieving the desired goals. PT TJB which is engaged as a heavy equipment 
transportation service company that operates in the Kalimantan area and has an office as a 
supervisory management that manages or controls all transactions starting from purchases and 
sales in the West Jakarta area. This company has been established since 2000, which can be 
said as a family company because the majority of the founders and shareholders in this 
company have ties or kinship relations. PT TJB operates in carrying out transportation services 
and owns vehicles in the form of trontons and excavators in the Kalimantan area, and has an 
office in the Jakarta area which is intended as management that manages, controls, controls, 
and makes and receives all data collection reports carried out by the Kalimantan office. 

 
The development of the business world, the more consumer demand, the more problems 

faced by the company or the management. Companies are required to be able to work 
effectively in terms of completing work as desired by customers and efficiently, namely 
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working using resources and energy that can adjust to needs. The level of public demand for 
services has a positive impact on PT TJB because of the large number of consumer demands. 
However, the request has not been able to be matched by the punctuality of completing the trip 
according to the specified schedule so that there is a delay in the completion process.  

 
Realization data for 1 year concludes that the achievement of retention and tonnage still 

has not adjusted to the company's standardization. Even now, when the Covid - 19 pandemic 
in Indonesia has greatly impacted PT TJB, which originally had a lot of consumer demand, it 
has decreased, and requires the company to reduce employees and also close the Jakarta 
regional office so that it only employs employees in the Kalimantan area. In addition, the 
company also lowered the standardization of employee target achievement, but this has not yet 
had an impact on improving employee performance. Improved employee performance will 
bring progress for the company to be able to survive in an unstable competitive business 
environment. An effective or successful company if it is supported by quality human resources. 
On the other hand, companies that fail are due to 2 performance factors from unqualified human 
resources. So the performance of human resources is very influential on the success of a 
company without exception. According to Mangkunegara (2013) there are several factors that 
can affect performance, namely the ability factor and motivational factor. 

 
According to Robbins and Judge (2017) organizational culture refers to a system of 

various meanings carried out by members that distinguishes the organization from other 
organizations. Organizational culture is a system of shared meanings shared by members that 
distinguishes an organization from other organizations. With the mistakes that have been made 
by employees in completing the work, of course, it has an impact on the survival or operations 
of the company that has been determined according to organizational standards. The company 
seeks to create employees who are ready to meet company targets in order to improve company 
operations and meet employee needs. To make employees a professional workforce, of course, 
not only by providing coaching or learning, but also by paying attention to other aspects such 
as: increasing discipline, providing motivation in the form of awards, providing incentives with 
a bonus system and so on in order to create enthusiasm or work motivation. Employees as the 
most important asset in an organization. Motivation has components, namely internal 
components and external components. 

 
The internal component is a change in a person, a state of feeling dissatisfied, and 

psychological tension. The external component is what a person wants, the goal of which is the 
direction of his behavior. So, the internal components are some of the needs to be satisfied, 
while the external components are the goals to be achieved, if we look at the needs, motivations, 
actions or behavior of goals and satisfaction, there is a strong relationship and connection. 
Regarding the low level of employee discipline, it can be seen based on the level of absenteeism 
frequency. The higher the level of absenteeism, it will hinder the running of the company's 
operational system and or delay the completion of work, on the contrary if the level of 
absenteeism is low then the work discipline in the company will increase and not delay the 
completion of work.  
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Basically an organization or company wants a high level of employee discipline so as 
to create rules or regulations that will shape the discipline of each individual employee it has. 
The profession as an employee has duties and is obliged to meet the needs of the company in 
accordance with the assigned tasks and work standards that have been determined. However, 
not a few employees feel uncomfortable with the regulations provided by the company. 
Fachreza of some previous studies, et al (2018) meny a Takan that un tuk improve 
organizational performance through the performance of employees, the factors that need to be 
considered seriously include employee motivation, organizational culture, work environment 
and others. This is because these factors can affect the performance, dedication, and loyalty 
and love of employees for their work and organization. So the organization must be able to 
create conditions that can encourage or enable employees to develop and improve their skills 
and abilities optimally. Based on previous research, employee performance can also be 
influenced by work discipline. According to Wales, Mandey & Wenaas (2017), there is a 
significant influence between organizational culture, leadership style and work discipline, both 
simultaneously and partially, on employee performance. M enyatakan that the company was 
established to achieve the main objectives that have been agreed upon, then the company needs 
to have employees that perform well. To create good performance, it is necessary to have an 
organizational culture, work discipline and the right leadership style.  

 
Based on the background and several phenomena that exist at PT TJB, it is feared that 

it can have an impact on daily work activities so that the work results are less than optimal, the 
researchers are interested in conducting research with the title "The Influence of 
Organizational Culture, Work Motivation, and Work Discipline on Employee 
Performance At PT TJB ”. 

 
 

LITERATURE REVIEW 
Definition of Organizational Culture 
 According to Cameron and Quinn (2011) present organizational culture as "how things 
are around here " where this reflects the prevailing ideology, which people carry in their heads 
. According to Robbins and Coulter (2015) organizational culture is a set of values, principles, 
traditions, and ways of working that are shared by and influence the behavior and actions of 
organizational members. Meanwhile, according to sociology in Herminingsih (2014) culture is 
translated as a collection of symbols, myths, and rituals that are important in understanding a 
social reality. The approach used by sociology is more about the attitude of a certain group of 
people or communities in dealing with and responding to various phenomena that occur around 
them. Understanding organizational culture, experts' understanding of organizational culture 
as a shared agreement about the values of life that increases all understanding of people in 
organizations underlies the importance of understanding organizational culture underpinning 
the people who are members of it. Cameron & Ettington in Cameron and Quinn (2011) culture 
is a socially constructed organizational attribute that functions as a social glue that holds 
organizations together.  
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Based on the definitions above, it can be concluded that organizational culture is a value 
system that is obtained and developed by the organization and the pattern of habits and basic 
philosophy of its founder, which is formed into rules that are used as guidelines for thinking 
and acting in achieving organizational goals. A culture that grows strong is able to spur the 
organization towards better development.  

  
Definition of Work Motivation 
 According to Hasibuan (2017) work motivation comes from work enthusiasm and a 
person's movement power so that they can work together, work effectively and be integrated 
with all their efforts to achieve satisfaction . According to Robbins and Judge (2017) motivation 
is a process that describes a person's strength, direction, and persistence in an effort to achieve 
goals. Since motivation in general is related to efforts towards each goal, we will narrow the 
focus to organizational goals on work-related behavior. Without the motivation of employees 
to work together for the benefit of the company, the goals that have been set will not be 
achieved. Conversely, if there is high motivation from employees, then this is a guarantee for 
the company's success in achieving its goals. Motivation is defined by Mangkunegara (2014) 
that "Motivation as an energizing condition of the organism that serves to direct that organism 
toward the goal of a certain class" (Motivation as a condition that moves humans towards a 
certain goal). According to Robbins and Coulter (2016) motivation is the process by which 
one's efforts are energized, directed, and sustained towards the achievement of a goal. Based 
on the above definition, it can be concluded that motivating employees is one of the most 
important and most challenging aspects of management. Motivation is not just about working 
hard motivation also reflect the viewpoint of someone me n genai ability of one's own. Try to 
assess yourself about the confidence in the ability to achieve success. 

 
Definition of Work Discipline  
 According to Rivai (2014) work discipline is a tool used by managers to communicate 
with employees so that they are willing to change a behavior as well as an effort to increase 
one's awareness and willingness to obey all company regulations and applicable social norms. 
Basically, every agency or organization wants a high level of employee discipline. According 
to Sutrisno (2015) work discipline shows the condition or attitude of respect that exists in 
employees towards company rules and regulations. Thus, if the regulations or provisions in the 
company are ignored or often violated, the employee has poor work discipline. Discipline itself 
is defined as the willingness of someone who arises with his own awareness to follow the rules 
that apply in the organization. Handoko (2011), states that discipline is a management activity 
to implement organizational standards . Based on the above definition, it can be concluded that 
high work discipline must always be maintained, and even improved for the better. Good 
discipline reflects a person's sense of responsibility for the tasks assigned to him. This can 
encourage the emergence of morale and the achievement of company, employee and 
community goals. Therefore, every leader always tries to make his subordinates have good 
discipline. 

 
Definition of Employee Performance 
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 According to Gomes (2010), employee performance as expressions such as output, 
efficiency and effectiveness are often associated with productivity. Performance is a general 
term used for part or all of the actions or activities of an organization over a period with 
reference to a number of standards such as past or projected costs, on the basis of efficiency, 
accountability or management accountability and the like (Gaol, 2015). Employee performance 
(work achievement) is the result of work in quality and quantity achieved by an employee in 
carrying out his duties in accordance with the responsibilities given to him (Mangkunegara, 
2013). According to Sedarmayanti (2011) performance is the result of work that can be 
achieved by a person or group of people in an organization in accordance with their respective 
authorities and responsibilities in an effort to achieve organizational goals. From the definition 
according to the experts above, it can be concluded that employee performance is one of the 
dimensions that can be used to measure, evaluate the strength and discipline of employees in 
surviving and carrying out their duties and obligations to the organization in which they are 
sheltered. 
 
RESEARCH METHODS 

This research article uses quantitative methods with associative problem formulation. 
According to Sugiyono (2016) quantitative research can be interpreted as a research method 
based on the philosophy of positivism, used to examine certain populations or samples, data 
collection using research instruments, data analysis is quantitative or statistical, with the aim 
of testing predetermined hypotheses while problem formulation associative research is a study 
that aims to determine the relationship between two or more variables (Sugiyono, 2016). Based 
on the title taken by the author, namely "the influence of organizational culture, work 
motivation, and work discipline on employee performance at PT TJB". Thus, the authors 
identify each variable and make operational variables. 
X1 = Organizational Culture   
According to Cameron and Quinn (2011) present organizational culture as "how things are 
around here" where it reflects the prevailing ideology, which people carry in their heads. 
X2 = Work Motivation  
According to Hasibuan (2017) work motivation comes from work enthusiasm and one's 
movement power so that they can work together, work effectively and be integrated with all 
their efforts to achieve satisfaction. 
X3 = Work Discipline 
According to Rivai (2014) work discipline is a tool used by managers to communicate with 
employees so that they are willing to change a behavior as well as an effort to increase one's 
awareness and willingness to obey all company regulations and applicable social norms. 
Y = Employee Performance 
According to Gomes (2010), employee performance as expressions such as output, efficiency 
and effectiveness are often associated with productivity. 

 
FINDINGS AND DISCUSSION 
Company Profile 
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PT TJB which is engaged as a heavy equipment transportation service company 
operating in the Kalimantan area and has an office as a supervisory management that manages 
or controls all transactions starting from buying and selling in the West Jakarta area. This 
company has been established since 2000, which can be said as a family company because the 
majority of the founders and shareholders in this company have ties or kinship relations. PT 
TJB operates to run transportation services and owns vehicles in the form of trontons and 
excavators in the Kalimantan area, and has an office in the Jakarta area which is intended as 
management that manages, controls, controls, and makes and receives all data collection 
reports conducted at the Kalimantan office. 
 
Vision and Mission PT. TJB   
Vision 

Becoming a company that can act and provide policy values that are consistent with the 
company's business ethics with professionalism in mastering the work undertaken, as well as 
ensuring safety by minimizing risks so that accidents do not occur in order to protect company 
assets from possible losses. 
Mission 
1) Providing leading and well-known transportation services, is an excellent service and 

providing services according to quality standards according to expectations and even 
exceeding expectations. 

2) Providing leading company solutions, is an effort to provide total services so that it is 
always a customer solution and can increase work productivity.. 

3) Creating services that can be enjoyed and met by customers in the territory of Indonesia 
so that the company can further expand its business network. 

4) Marketing the range of quality services according to standards for customers in various 
regions by developing business networks using regional expansion. 

5) Maintain and improve the services provided to customers by controlling the cost of service. 
 
Result of Research Description  
Characteristics of Respondents 

Descriptive profile of respondents is the identity of respondents who provide an 
interpretation of the objectivity of research on the influence of organizational culture, work 
motivation, and work discipline on employee performance at PT TJB. The description of the 
respondent's profile is divided into 4 parts, namely according to: age, gender, education level, 
and status. Based on u it can be seen that the age of the majority of employees at PT TJB is 
ranged in age from 21-30 with a percentage of 34%, employees at PT TJB an employee 
youthful which still has passion and still have a lot of desire also of interest in the work. The 
characteristics of respondents by sex can be seen that the gender of employees at PT TJB is 
dominated by men as much as 43 people with a percentage of 54%. This is because the work 
in the field of heavy equipment rental services tends to require certain manpower and expertise. 
While the characteristics of respondents based on their final education, it can be seen that the 
majority of employees at PT TJB have a final education of SMK as many as 60 people with a 
percentage of 75%. This is because the PT TJB company is not too concerned with education 
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but prioritizes expertise and experience. Karakteristik respondents by status can be seen that 
the majority of employees at PT TJB had been "married" as many as 56 people with a 
percentage of 56%. Married employees tend to need free time to gather with family. The 
characteristics of respondents by job title, the majority of employees at PT TJB is a caretaker 
of heavy equipment, namely a number of 49 is equivalent to 61% of respondents as the team 
management as many as 25 people with a percentage of 31%, and at least a team of finance 
with the number of respondents 6, equivalent to 8%. 
 
Variable Descriptive Analysis 

The instrument for organizational culture that has the highest mean/average value is 
found in the hierarchy culture type, which is 4.00. So it can be seen that respondents' 
perceptions of the company's organizational culture is an organizational culture that has the 
following characteristics: clarity in decision-making authority, standardized rules and 
procedures and strict control functions. While the lowest mean/average value is found in the 
clan culture type, which is 3.95, which means that the average respondent's perception does not 
agree that the company has an organizational culture that views that the environment can be 
managed well through cooperation and employee development, customers are partners. 
Meanwhile, the instrument for work motivation which has the highest mean/average value is 
found in the dimension of the need for achievement or achievement, which is 4.28. Meanwhile, 
the lowest mean/average value is found in the need for affiliation, which is 4.09. For work 
discipline instruments that have the highest mean/average value, the attendance dimension is 
4.35. Meanwhile, the lowest mean/average value is found in the dimension of obedience to 
work regulations, which is 4.11. Then the instrument for employee performance which has the 
highest mean/average value is found in the Quality of work dimension, which is 3.92. 
Meanwhile, the lowest mean/average value is found in the Initiative dimension, which is only 
3.45. 

 
Convergent Validity Test 

According to Ghozali (2015), convergent validity is related to the principle that the 
variables (manifest variables) of a construct should be highly correlated. Testing the 
Convergent Validity of the measurement model with reflexive indicators is assessed based on 
the correlation between the item score/component score and the construct store which is 
calculated by PLS. Individual indicators are considered valid if they have a correlation value 
above 0.70.  
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The results of the modification of the convergent validity test can be seen that all indicators 
have met the convergent validity because they have a factor loading value above 0.70. 
 
Discriminant Validity Test 

Indicators of organizational culture have a higher cross loading value on organizational 
culture variables than on work discipline variables, employee performance and work 
motivation. The correlation of the work discipline variable with the indicator is higher on the 
work discipline variable than on the employee performance variable and work motivation. 
Then the overall employee performance indicators with a greater cross loading value on the 
employee performance variable than on the work motivation variable. Based on the results 
obtained, it can be stated that the indicators used in this study have good discriminant validity 
in compiling their respective variables. Another method to see discriminant validity is to look 
at the value of the square root of average variance extracted (AVE) of each construct with a 
correlation between the construct and other constructs in the model, then it is said to have a 
good discriminant validity value.. 
 

Table of Average Variance Extracted (AVE) Test Results 
Variable Average Varince Extracted (AVE) 
Organizational culture (X1) 0,538 
Work Discipline (X3) 0,559 
Employee performance (Y) 0,746 
Work motivation (X2) 0,654 

Source: Output PLS, 2021 
 

From the table above, it can be seen that the AVE value of the organizational culture, 
work motivation, work discipline, and employee performance variables is greater than 0.5, thus 
it can be stated that each variable has good discriminant validity. 
 

Table of Discriminant Validity Test Results (Fornell-Lacker Criterium) 
 
 

Budaya Organisasi 
(X1) 

Disiplin 
Kerja (X2) 

Kinerja Karyawan 
(Y) 

Motivasi 
Kerja (X3) 
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Organizational 
culture (X1) 

0,733    

Work Discipline 
(X3) 

0,185 0,747   

Employee 
performance (Y) 

0,514 0,453 0,863  

Work motivation 
(X2) 

-0,013 0,427 0,392 0,809 

Source: Output PLS, 2021 
 

It is concluded that the square root of the average variance extracted (√AVE) for each 
construct is greater than the correlation between one construct and the other constructs in the 
model. From the AVE value, the construct in the estimated model meets the discriminant 
validity criteria. 
  
Composite Reliability Test Results and Cronbach’s Alpha 

If all values of latent variables have composite reliability and Cronbach's alpha values 
greater than 0.7, it means that the construct has good reliability or the questionnaire used as a 
tool in this study is reliable or consistent. 
 

  Table of Composite Reliability Test Results and Cronbach's Alpha 

Variable Cronbach's Alpha Composite 
Reliability 

Description 

Organizational culture (X1) 0,962 0,965 Reliabel 
Work Discipline (X3) 0,901 0,919 Reliabel 
Employee performance (Y) 0,969 0,972 Reliabel 
Work motivation (X2) 0,946 0,949 Reliabel 

Source: Output PLS, 2021 
 

From the table above, it can be seen that the results of testing composite reliability and 
Cronbach's alpha show a satisfactory value, because all latent variables have composite 
reliability values and Cronbach's alpha is greater than 0.70. This means that all latent variables 
are said to be reliable. 
 
Structural Model Testing Results (Inner Model) 
Inner model testing is the development of concept and theory-based models in order to analyze 
the relationship between exogenous and endogenous variables that have been described in a 
conceptual framework. The steps for testing the structural model (inner model) are as follows: 
 
R-Square Value Testing 
Looking at the R-square value which is the goodness-fit test of the model. 
 

Value table 𝐑𝟐 

Variabel Endogen R-square R-square Adjusted 

Employee performance 0,467 0,446 
Source: Output PLS, 2021 
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From these data it can be concluded that the R-square value of 0,467 means that the 

model has a good level of goodness of fit model, which means the employee performance 
variable (KK) which can be explained by the variables in the model, namely organizational 
culture, work motivation, and work discipline. 46,7%, while 53,3% is explained by other 
variables not examined in this model. 
 
Goodness of Fit Model Test Results 

Goodness of Fit Testing The structural model on the inner model uses the predictive-
relevance value (Q$). Q-square value greater than 0 (zero) indicates that the model has 
predictive relevance. The R-square value of each endogenous variable in this study can be seen 
in the following calculations: 
The predictive relevance value is obtained by the formula: 
𝑄$ 	= 1 − (1 − 𝑅1)(1 − 𝑅-) 
𝑄$ 	= 1 − (1 − 0,467) 
𝑄$ 	= 1 − (0,533) 
𝑄$ 	= 0,467 

The results of the above calculation show the predictive-relevance value of 0,467 which 
is greater than 0 (zero). This means that 46,7% of the variation in the employee performance 
variable (the dependent variable) is explained by the independent variable used. Thus the model 
is said to be feasible to have relevant predictive value. 
 
Hypothesis Testing Results (Estimated Path Coefficient) 

The significance value of this hypothesis can be obtained by the boostrapping 
procedure. Seeing the significance of the hypothesis by looking at the parameter coefficient 
values and the t-statistical significance value in the boostrapping report algorithm. To find out 
whether it is significant or not, it can be seen from ttable at alpha 0,05 (5%) = 1,96, then ttable 

dibandingkan dengan tcount (tstatistics). 
 

Table of Hypothesis Testing Results 

 
Original 
Sample 

Standard 
Deviation t Statistics ρ value Description 

Organizational culture à 
Employee performance 

0,473 0,113 4,205 0,000 Positive - 
Significant 

Work Discipline (X3) à 
Employee performance 
(Y) 

0,283 0,096 2,474 0,015 
Positive - 
Significant 

Work motivation (X2)à 
Employee performance 
(Y) 

0,297 0,117 2,532 0,013 
Positive - 
Significant 

Source: Output PLS, 2021 
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Test Results Image Bootstrapping 

Source: Output PLS, 2021 
 

Based on the tables and pictures of hypothesis testing, information to answer the 
hypothesis can be found with the following details: 

1) Hypothesis 1 in this study is organizational culture has a positive and significant effect 
on employee performance. Based on Table 4.13 it is found that the value of t statistics is 
greater than ttable (4,205 lebih besar dari 1,96). In addition, the determination of 
significance can also be determined by comparing the ρ-value with the level of uncertainty. 
The results of hypothesis testing can be seen that the organizational culture variable has 
a value of 0,000. It means that the ρ-value is greater than (α) 0,05, then the hypothesis is 
accepted. This shows that organizational culture has an effect on employee performance. 

2) Hypothesis 2 in this study is that work motivation has a positive and significant effect on 
employee performance. Based on Table 4.13, it is found that the value of tstatistic is greater 
than ttabel (2,474 greater than 1,96), and the hypothesis is accepted. In addition, the 
determination of significance can also be determined by comparing the ρ-value with the 
level of uncertainty. The results of hypothesis testing can be seen, that the work 
motivation variable has a value of 0,015. It means that ρ-value is smaller than alpha (α) 
0,05, then the hypothesis is accepted. This shows that work motivation has an effect on 
employee performance. 

3) Hypothesis 3 in this study is that work discipline has a positive and significant effect on 
employee performance. Based on Table 4.13 it is found that the value of, t statistic is greater 
than t tabel (2,532 is greater than 1,96), and the hypothesis is accepted. In addition, the 
determination of significance can also be determined by comparing the ρ-value with the 
level of uncertainty. The results of hypothesis testing can be seen, that the work 
compensation variable has a value of 0,013. It means that  ρ-value is smaller than alpha (α) 
0,05, then the hypothesis is accepted. This shows that work discipline has an effect on 
employee performance. 

 
DISCUSSION 
The Influence of Organizational Culture on Employee Performance 

The influence of organizational culture on employee performance is described in 
Hypothesis 1 (H1), the results show Hypothesis 1 (H1) is accepted and means that 
organizational culture variables have a positive and significant influence on employee 
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performance. That is, the deeper the organizational culture is accumulated or absorbed in the 
employees, the higher the performance produced by employees will be. If the level of 
organizational culture cannot be accumulated or absorbed in employees, it will also affect the 
resulting performance. The results of this study are relevant to the previous research proposed 
by Ghassani, et al (2020), Sulila & Naue (2020) found that organizational culture and work 
discipline have a positive and significant effect on performance. Hasan (2017) in his research 
found that organizational culture has an effect on employee performance. In this study, the 
indicator that has the highest loading factor value is BO20 of 0.817. This is in line with 
Cameron & Ettington's theory in Cameron and Quinn (2011) that culture is a socially 
constructed organizational attribute that functions as a social glue that holds organizations 
together. 
 
The Effect of Work Motivation on Employee Performance 

The effect of work motivation on employee performance is described in Hypothesis 2 
(H2), the results show that Hypothesis 2 (H2) is accepted and means that the work motivation 
variable has a positive and significant influence on employee performance. That is, the higher 
the level of work motivation felt by employees, the higher the performance produced by 
employees. If the level of work motivation felt by employees is low, it will also affect the 
resulting performance. The results of this study are relevant to the previous research proposed 
by Nuryasman & Suryaman (2018), Mokodompit, et al (2016), besides Aima, et al (2017) 
which stated that motivation had a positive and significant effect on performance. In this study, 
the indicator that has the highest loading factor value is MK4 of 0,920. This is in line with the 
theory According to Robbins and Coulter (2016) motivation is a process in which a person's 
efforts are energized, directed, and sustainable towards achieving a goal. 
The Effect of Work Discipline on Employee Performance 

The effect of work discipline on employee performance is explained in Hypothesis 3 
(H3), the results show Hypothesis 3 (H3) is accepted and means that the work discipline 
variable has a positive and significant influence on employee performance. That is, the higher 
the work discipline provided and applied by the company, the higher the level of performance 
produced. If the level of discipline given and applied by employees is low, it will also affect 
the resulting performance will decrease. The results of this study are relevant to the previous 
research proposed by Agussalim (2017), Razak, et al (2018), besides Santoso (2018) which 
shows that work discipline has a positive and significant effect on employee performance. In 
this study, the indicator that has the highest loading factor value is DK5 of 0.823. This is in 
line with the theory. According to Sutrisno (2015) work discipline shows the condition or 
attitude of respect that exists in employees towards company rules and regulations. 

 
CONCLUSION AND SUGESTION 
CONCLUSION  

This study tries to analyze the variables related to the influence of organizational culture, 
work motivation and work discipline on employee performance at PT TJB. From the research 
results that have been obtained from the calculation of data processing using Partial Least 
Square (PLS) with the smartPLS 3.0, the following conclusions can be drawn: 
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1. Organizational culture has a positive and significant influence on employee performance 
at PT TJB.  

2. Work motivation has a positive and significant effect on employee performance at PT 
TJB.  

3. Work discipline has a positive and significant effect on employee performance at PT 
TJB. 
 

SUGESTION  
 Based on several research results and discussions as well as the conclusions that have 
been described previously, then some suggestions to be input for PT TJB and for further 
research, as for the suggestions that the author wants to recommend are as follows: 

1. Based on the results of hypothesis testing regarding organizational culture, it was found 
that the BO1 indicator with the statement “The company is a very close place like a big 
family. The employees share in many ways” has the lowest loading factor value, which 
means that the majority of employees at PT TJB do not agree with the statement. It is 
suggested that companies need to apply a clan-type culture which has the main 
characteristic that the relationship between organizations is based on a sense of kinship, 
togetherness and carries a high spirit of loyalty. 

2. Based on the results of hypothesis testing regarding work motivation, it was found that 
the MK10 indicator with the statement "I am able to complete work together with 
coworkers" has the lowest loading factor value, which means that the majority of 
employees at PT TJB do not agree with the statement. So it is necessary to increase 
motivation so that employee performance can also be improved.  

3. Based on the results of hypothesis testing regarding work discipline, it was found that the 
DK2 indicator with the statement "I prioritize work over personal interests while at work" 
has the lowest loading factor value, which means that the majority of employees at PT 
TJB do not agree with the statement. So it is necessary to increase discipline to be able 
to reduce perceived conflicts in order to improve compliance with work regulations and 
can improve employee performance.  

4. For further researchers who are interested in examining this topic in more depth, the 
authors suggest that further research can better evaluate the questions contained in the 
questionnaire so that they can accurately represent the variables to be measured. Further 
research is also expected to be able to look for other indicators as a measuring tool for 
the variables to be studied. 
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