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One of the most important problems faced in the national development is how to deal with the trade-
off between meeting the needs of development and the efforts to maintain environmental
sustainability (Fauzi, 2004). Natural resource-based national development that does not take care of
the aspects of environmental sustainability will ultimately have a negative impact on the environment
itself since basically natural resources and the environment have limited carrying capacity. In other
words, development that does not pay attention to the capacity of natural resources and the

environment causes new problems.

The concept of sustainable development has long been a concern of experts. However, the term
sustainability has just emerged several decades ago, although attention to sustainability has already
started when Malthus in 1798 was worried about the availability of land in England due to a rapid

population explosion.

A century and a half later, this concern for sustainability were getting more attention after Meadow
and friends in 1972 published a publication entitled The Limit to Growth (Meadowet al., 1972). They
conclude that, the growth in every aspect of life was severely limited by the availability of resources
natural. With the availability of limited natural resources, the flow of goods and services produced

from natural resources will not always be able to be done continuously.

Factually, this condition becomes a strategic issue for rolling out critical cross-scientific discussions to
achieve environmental sustainability. This agenda is also a challenge to the concept of multi-
disciplinary neo-classical development which is a conventional development concept that has been
known. It is stated that sustainable development is one that meets the needs of the present without
comprimising the ability of the future generations to meet their own needs, or sustainable
development is development that meets the needs of the present without compromising the right to
meet the needs of future generations. Sustainable development is a human effort to improve the

quality of life while still trying not to go beyond the ecosystem that supports life.

Based on the above background, the Department of Social Science Education, Faculty of Teacher
Training and Education, Universitas Lambung Mangkurat will hold the 2nd International
Conference on Social Science Education in 2020 with the theme “Promoting Environmental
Sustainability through Social Sciences Perspective”.
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ABSTRACT

Performance is the result of work both in quality and quantity achieved by someone in carrying out the task
according to the responsibilities given. This study aims to determine how the role of organizational culture in
improving employee satisfaction and performance within the Ministry of Religion in the City of Pekanbaru.
This analysis is based on 40 employees of the Ministry of Religion in Pekanbaru City. This research uses
structural equation model (SEM) with PLS. The results showed that the work culture variable had a significant
effect on employee performance, which means that the better the organizational culture in the Pekanbaru
ministry of religion, the employee's performance would increase. Furthermore, work culture variables have a
significant effect on job satisfaction, meaning that if the culture of the organization is good, then job satisfaction
of employees in the religious ministry of Pekanbaru will also increase. Likewise with the variable job
satisfaction has a significant effect on performance, meaning, if job satisfaction is getting better, then the
performance of employees of the ministry of religion Pekanbaru will also increase. Through this research also
found that a good work culture can increase job satisfaction and have an impact on improving employee

performance
Keywords: Work culture, satisfaction, performance.

1. INTRODUCTION

The existence of a company or organization generally has a
long-term goal which is based on economic motives for
stakeholders which include shareholders, employees,
business partners, and society in general. To realize these
added values and economic benefits, the company is
expected to have a vision, mission, strategy, work program
that is planned, focused, and sustainable. Human resources
are the driving factor of the overall activities carried out,
this shows that without the presence of labor, the company's
activities will not be able to run even though the company
has other resources.

In the context of efforts to achieve Indonesia's national
goals in creating the Indonesian State as stipulated in the
1945 Constitution, paragraph four states that the objectives
of the State of Indonesia are: protecting all Indonesians and
all spilled Indonesian blood, promoting public welfare,
promoting the life of the nation, and participating carry out
world order based on Pancasila. There is a need for civil
servants who are full of loyalty and obedience to the
Pancasila and the 1945 Constitution, the state and
government are united, well-thoughtful, authoritative,
efficient and effective, of high quality, have high awareness
of their responsibilities as state apparatus, state servants,
and public servants. To realize the civil service as
mentioned above, it is necessary to provide guidance as well
as possible on the basis of a career system and performance
appraisal system. The career system is a staffing system in

which a first appointment is based on the skills concerned,
while in further development that can be considered are the
period of work, loyalty, service and other objective
conditions.

Performance is the result of work both in quality and
quantity achieved by someone in carrying out the task
according to the responsibilities given [1]. To have skilled
employees, work ability and be loyal to the company, is not
an easy thing. Many factors determine which are
organizational culture. company (corporate culture).
Organizational culture directs behavior to increase
employee commitment or loyalty to the organization so as
to improve performance and satisfaction to employees.
Organizational culture in general is a philosophical
statement, by standardizing organizational culture, as a
reference to the provisions or regulations that apply, can
form attitudes and behavior in accordance with the
company's vision and mission and strategy. In essence,
every company must have a "corporate culture" that is
tailored to the type, vision and mission of the company.
Organizational culture can help employee performance,
improve employee performance and job satisfaction and
maintain competitive advantage [2].

The task of human resource management revolves around
efforts to manage the human element with the potential that
is owned so that human resources are satisfied (satisfied)
and satisfactory (satisfactory) for the organization [3]. One
of the goals of work is to get job satisfaction. Job

Copyright © 2021 The Authors. Published by Atlantis Press SARL.
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satisfaction is closely related to employee attitudes toward
various factors in work, including: work situation, social
influence at work, rewards and leadership as well as other
factors [4]. People will feel satisfied if there is no difference
(discrepancy) between what they want and their perception
of reality. Even though there are differences, if the
differences are positive, people or employees will feel
satisfied, and vice versa. Employees will feel satisfied if
they get something they need. The greater the needs are met
the more satisfied, and vice versa.

Several studies have examined how organizational culture
can improve employee performance and obtained results
where a good organizational culture in a company makes
employees can produce maximum performance [5],[3].
Other studies have also examined the effect of
organizational culture on employee job satisfaction and
obtained results in which organizational culture affects
employee job satisfaction [6],[7]by looking at the theory
and some previous research that supports the relationship of
organizational culture to employee satisfaction and
performance, this research focuses on how organizational
culture plays a role in influencing employee satisfaction and
performance in the Ministry of Religion in the City of
Pekanbaru.

2. LITERATURE REVIEW
2.1 Organizational Culture on Employee

Performance

Relationship between Organizational Culture and
Employee Performance Organizational culture refers to a
system of shared meanings shared by members of an
organization that distinguishes the organization from other
organizations [8]. Furthermore, Robbins said a cultural
value system that grew to be strong was able to spur the
organization towards better development. The better the
work culture, the higher the performance and vice versa.
This means that any improvement in work culture towards
being more conducive will contribute significantly to
improving employee performance, and vice versa. The
results showed that the organizational culture indicated by
the culture required employees to look for ways to be more
effective and dare to bear the risks, be careful in carrying
out work, attention to employee welfare, demands for
concentration achieved, high morale at work, and
obligations in realizing targets and agency tasks have a
positive influence on employee performance [9]. From the
description above, the hypothesis can be drawn as follows:
H4: Company culture has a positive and significant effect
on employee performance.

2.2 Relationship between Organizational

Culture and Job Satisfaction

Organizational culture is a system of values obtained and
developed by the organization and the pattern of habits and
basic philosophies of its founders, which are formed into
rules that are used as guidelines in thinking and acting in
achieving organizational goals [8]. A culture that grows to
be strong can spur an organization towards better

Advances in Social Science, Education and Humanities Research, Volume 525

development. Whereas job satisfaction is the general
attitude of an individual towards his work. The more aspects
that are in accordance with individual desires, the higher the
job satisfaction. From this description it can be said that job
satisfaction is one's feeling towards his work by considering
aspects that exist in his work so that arises in him a feeling
of pleasure or displeasure with the work situation and co-
workers [10]. It can be concluded here that the more aspects
that exist in individuals who are in accordance with the
culture of the organization where they work, the higher the
job satisfaction. The results of the study stated that
organizational culture has an impact of 69% on job
satisfaction [11]. From the description of above the
following hypotheses can be drawn:

H2: Organizational culture has a positive and significant
effect on job satisfaction

2.3. Relationship between Job Satisfaction and

Employee Performance

Job satisfaction has a significant relationship with
performance, then employees who feel satisfied with work
usually work harder and better than employees who
experience stress and are not satisfied with their work [12].
Employee satisfaction and attitude are important in
determining behavior and response to their work. Through
this an effective organization can be achieved. Furthermore
employees who are satisfied, committed and able to adjust
well to be more at risk of working to meet organizational
goals and provide services wholeheartedly to the
organization by increasing performance that will support
the effectiveness of the organization compared to
dissatisfied work. Job satisfaction is also thought to affect
employee performance, but various studies have shown a
low relationship between job satisfaction and performance
[13]. The various reasons include: measurement problems,
research design, job characteristics and employee
characteristics. From the description above can be drawn a
hypothesis:

H3: Job satisfaction has a positive and significant effect on
employee performance

The framework of this research is as follows:

[ Satisfaction ]

[ Organizational Culture }—>

Figure 1. Research Framework

3. METHOD

3.1 Population and Sample

The population in this study were all employees in the
Ministry of Religion in Pekanbaru, which numbered 40
people. In this study, sampling used the census method.
This means that from the existing population, the whole will
be used as a research sample of 40 employees.
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3.2 Research Instrument

To measure the value of the variable under study, a research
instrument was used. The research instrument used aims to
be able to produce accurate quantitative data. In this study,
the instrument that researchers used was a questionnaire. In
each statement listed in the questionnaire, the researcher
provides a measurement scale. The scale of measurement of
variables that researchers use is the Likert scale. Likert scale
is a scale that distinguishes certain categories with certain
distances and the distance between the same categories. The
Likert scale has no absolute zero.

3.3 Partial Least Square (SEM-PLS) Analysis

with Structural Equation Model

This study used the SmartPLS software version 3.2.8 to
analyze the data. The PLS or Partial Least Square test is a
variant-based structural equation approach (Structural
Equation Modeling/SEM). The PLS test has two main
testing models, namely the measurement model and the
structural model. The measurement model is to test the
validity and reliability, while the structural model is to
examine causality (hypothesis testing with predictive
models).

3.3.1 Measurement Model Analysis (Outer

Model)

This analysis contained 1) Convergent Validity assessed
based on the correlation between item score or component
score; individual reflexive measures were high if they
correlated more than 0.70 compared to the measured
variable, and 2) Discriminant Validity Test calculated
according to the cross-loading value of the manifest
variable against each latent variable. If the correlation
between latent variables and each indicator (manifest
variable) was greater than the correlation with other latent
variables, the indicator was better than other latent
variables. The other was 3) construction Reliability Test. It
was to see the value of AVE with composite reliability.
AVE in reliability testing is the tool to measure the true
value of the reliability of a construct [17].

3.3.2  Structural Model Analysis (Inner Model)
Coefficient of Determination (R?)

The coefficient of determination or R Square was useful to
predict and see how much the contribution of the influence
given by variable X simultaneously (together) to the
variable Y.

Predictive Relevance (Q?)

Q-square measures the observed values generated from the
model and the estimated parameters if the values were 0.02
(small), 0.15 (medium) and 0.35 (large).

The Q-Square value can be determined using the formula:
Q2 =1-(1-R12) (1-R22)... (1-RP2)

Advances in Social Science, Education and Humanities Research, Volume 525

Ri>R2% ... Rp? is R square endogenous variable in the model
Interpretation of Q* is to the coefficient of total
determination in the path analysis (similar to R? in the
regression)

Effect Size (12)
The analysis was to discover the goodness of the model. The
f2 value of 0.02 was categorized as a weak influence of
latent variables. The f2 value of 0.15 was classified as
sufficient influence. The f2 value of 0.35 was a strong
attraction [17]

Hypothesis testing

The testing utilized t-test. If p-value < 0.05 (alpha 5%), <0.1
(alpha 10%), and <0.01 (alpha 1%), it considered
significant, and vice versa.

4. RESULT AND DISCUSSION
4.1 Convergent Validity

Convergent Validity is a measurement model with reflexive
indicators based on the correlation between item scores and
component scores with PLS. The factor loading value only
looks at the relationship between indicators and exogenous
constructs. A factor loading value <0.5 must be removed
from the model and re-estimating the factor loading value.
By issuing some factor loading values <0.5, an estimated
loading factor value has been obtained. Based on the
calculation results, it is found that the research indicators
have fulfilled convergant validity because all loading
factors > 0.5. Thus, it can be concluded that the convergant
validity of all exogenous and endogenous construct groups
is valid.

4.2 Discriminant Validity

The model is said to have a good discriminant validity if
each loading indicator value of a latent variable is greater
correlated with the latent variable than when correlated with
other latent variables. Based on the loading factor value for
each indicator of each latent variable has the biggest loading
factor value compared to the loading factor value if it is
associated with other latent variables. This means that each
latent variable has good discriminant validity.

4.3 Reliability Test

The next stage is testing the consistency of measurement
(reliability) with Average Variance Extract (AVE) and
Composite Realiability (CR). High reliability indicates that
indicators have high consistency in measuring latent
constructs (Wijayanto, 2008). Reliability can be known
through the value of Composite Reliability (CR) and
Average Variance Extracted (AVE). Composite reliability
is said to be good if it has a value of > 0.7. AVE value is
said to be good if it has a value of > 0.5 (Ghazali, 2009).
The data for the AVE and CR test results are shown in table
2 below.
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Table 2 Constructive Reliability

Advances in Social Science, Education and Humanities Research, Volume 525

Variable Cronbach's Alpha Composite Reliability AVE
Organizational Culture 0.881 0.900 0.515
Satisfaction 0.735 0.814 0.688
Loyalty 0.896 0.912 0.547

Based on the results of the validity and reliability test of the
measurement model, it can be concluded that all variables
were observed to be valid in measuring latent variables, and

4.4 Test for Inner Model
Table 3 R Square test

the reliability of the measurement model was good. This
shows that the indicators are reliable in compiling
exogenous constructs.

Variable R Square R Square Adjusted
Satisfaction 0.565 0.554
Loyalty 0.692 0.669

Based on the table, the adjusted R-square value for the
Performance variable is 0.669. This means that the
Performance variable is explained by the cultural and
Satisfaction variables at 66.9%. While the R square value

for the Satisfaction variable is 0.554 which means that the
Job Satisfaction variable is explained by the Competency
variable by 55.4%.

4.5 Hypothesis test
Table 4 Path coefficient
.. Standard . L.
Original Sample Deviation T Statistics P Values | Conclusion
Sample (O) Mean (M) (STDEV) (|O/STDEYV))
Organizational
Culture -> 0.250 0.263 0.145 1.732 0.084* sig
Performance
Organizational
Culture -> 0.515 0.558 0.103 4.991 0.000%** sig
Satisfaction
Satisfaction -> 0.367 0.390 0.141 2.597 0.010%* sig
Performance

4.6 The influence of work culture on the
performance of employees of the Ministry
of Religion in Pekanbaru

From the results of the statistical analysis the T test results
show a figure of 1,732 >T table 1.67 and the P Value value
indicates the acquisition of 0.084 <o 0.1, it can be concluded
that H1 is accepted and means that there is a direct influence
between work culture on the performance of employees of
the Ministry of Religion in Pekanbaru. Denison (1990)
concluded that organizational culture turned out to be an
important effective strategy for management in encouraging
employee performance [14]. Corporate culture can have a
significant impact on long-term economic performance.
And corporate culture will be an even more important factor
in determining organizational success. Organizational
performance requires a unified organizational strategy,
technology environment and culture [8]. Successful or high-
performance organizations or companies because they have
a strong culture. The results of this study are in line with

previous studies which also found that organizational
culture influences employee performance [5].

4.7 The influence of work culture on employee
job satisfaction of the Ministry of Religion
in Pekanbaru

From the results of statistical analysis the T test results show

a figure of 4,991> T table 2.65 and the P Value value

indicates the acquisition of 0,000 <a 0.01, it can be

concluded that H2 is accepted and there is a direct influence
between work culture on Employee Job Satisfaction of the

Ministry of Religion in Pekanbaru. The results of this study

are in line with previous studies where the results of the

study prove the positive influence between organizational
culture and job satisfaction [2],[8]. Someone's job
satisfaction and work results depend on the compatibility
between the characteristics of the person with
organizational culture. Which means here when the work
culture in the Ministry of Religion in the City of Pekanbaru
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is good and in accordance with the characteristics of its
employees, it will be able to increase job satisfaction.

4.8 The effect of satisfaction on the
performance of employees of the Ministry
of Religion Pekanbaru City

From the results of statistical analysis the T test results show
a figure of 2,957 > T table 1,997 and the value of P Value
shows the acquisition 0f 0.010 < o 0.05, it can be concluded
that H3 is accepted and There is a direct influence between
satisfaction on the performance of employees of the
Ministry of Religion in Pekanbaru. At the organizational
level, job satisfaction affects productivity and profitability
compared to employees whose satisfaction is small [15].
Job satisfaction is very closely related to employee attitudes
towards various factors at work, including work situations,
social influence at work, rewards and leadership as well as
other factors. Job satisfaction is an individual's general
attitude towards his job [16]. Job satisfaction depends on
suitability or balance between the expected and reality. Job
satisfaction indications are usually associated with
absenteeism, labor turnover, work discipline, loyalty and
conflict in the work environment. These things affect
employee performance and organizational effectiveness.

5. CONCLUSION

The conclusions that can be drawn from the results of
research that have been carried out include:

The work culture variable has a significant influence on
employee performance, which means the better the
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Dear Dr. Ahmad Ispik, Dr. Moris Adidi Yogia, Dr. Zainal, Dr. Made Devi Wedayanti, Dr. Astri Ayu Purwati

On behalf of the 2nd International Conference on Social Science Education 2020 (2nd ICSSE 2020). Therefore, we invite you to present your full paper at the conference as scheduled by the
committee. Your paper will be registered in publication after completing all review processes. Please kindly submit payment for the conference charge, can be paid by bank transfer.

Please make the payment before the deadline (14 September 2020) and send us the proof of payment by https://icsse.ulm.ac.id.

With many thanks in advance, your cooperation is very appreciated for a quickly process of the ICSSE publication.

Kind Regards
ICSSE Secretariat
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