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ABSTRACT

This research aims to examine and analyze the effect of the work
environment and organizational culture on the operational field
employee performance of PT Bank Pembangunan Daerah Provinsi
Jawa Timur Tbk Sidoarjo Branch with mediated work motivation. The
population in this research was 134 employees. Data analysis in this
research is the SEM using sofware PLS. The results of this research
show that influential work environment significantly on the employee
performance, organizational culture affect significantly on the
employee performance, work environment affect significantly on the
work motivation, organizational culture affect significantly on the work
motivation, work motivation affect significantly on the employee
performance. Motivation work also roles as a partial mediation from
the effect of work environment on performance of employees and the
effect of organizational culture on performance of employees.
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INTRODUCTION

Each company will make efforts in improving the performance of both company
performance and employee performance. The effort began with the making change of
all aspects that are owned by the company. However, companies also need to pay
attention to other factors that can affect the company's efforts to improve
performance, especially employee performance, namely motivation, insight, skills, work
relations between employees, work environment, organizational culture, and other
factors. Mahmudi (2010) explained that factors that affect employee performance are
Personal / Individual factors (knowledge, motivation, and skills), leadership factors, team
factors (cohesiveness and closeness of team members), system factors (performance
culture in organizations), and contextual factors (pressure and changes in the external
and internal environment).

Bambang (1991) explains that the work environment is one of the factors that influence
the performance of an employee. An employee who works in a work environment that
supports him to work optimally will produce good performance. Conversely, if an
employee works in an inadequate work environment and does not support working
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optimally, the employee will become lazy, tired so that performance the employee will
be low. Based on this, the influence of the work environment on employee performance
can be strengthened by some of the results of previous research. Research conducted
by Malik et al. (2011), the results showed that the influential working environment
significantly on the employee performance. Furthermore, the research conducted by
Nguyen et al. (2014), it was found that the influential working environment significantly
on the employee performance. Similar research was also conducted by Jayaweera
(2015), the results of the research showed that the work environment had a significant
effect on the work performance of hotel employees.

Furthermore, the factors that affect the company's efforts in improving the
performance of employees is the organizational culture. Organizational culture has full
strength, affects on individuals and performance even in the work environment (Kotter
and Heskett, 1992). Basically, building and creating an organizational culture, companies
need to pay attention to organizational culture characteristics including innovation and
risk taking, attention to details, results orientation, people orientation, team orientation,
aggressiveness, and stability (Robbins, 2012). Based on this, then to see the influence of
organizational culture on employee performance can be strengthened by the results of
previous reseacrh. Research conducted by Murugan (2009), where the results of the
research show that organizational culture has a significant effect on employee
performance. Subsequent research by Shahzad (2014), the results of the reseacrh show
that organizational culture has a significant effect on employee performance. Research
conducted by Wahyuni (2015), the results of the research show that organizational
culture has a positive effect on employee performance.

LITERATURE REVIEW
Work Environment

According to Sedarmayanti (2001), states that generally, the type of work environment is
divided into 2 namely physical work environment is a physical work environment is all
physical conditions that are around the workplace that can affect employees directly or
indirectly such as temperature, noise, lighting, air quality, space, security, and
cleanliness, while the non-physical work environment is all the circumstances that occur
relating to work relationships, both relationships with superiors and relationships with
subordinates of fellow colleagues, or relationships with subordinates.

Organizational Culture

Robbins (2002) defines organizational culture as a shared perception shared by
organizational members, a system of shared meaning. Organizational culture is a value
system held and carried out by members of the organization, so that such things can
distinguish the organization from other organizations. The value system is built by seven
characteristics, namely Innovation and risk taking (Innovation and Risk Taking) is the
level where employees are encouraged to be innovative and take risks, Attention to
Details is the level at which employees are expected to show precision, analysis, and
attention to detail, Outcome orientation (outcome orientation) is the level at which
management focuses on results, not on the techniques and processes used to achieve
results, People Orientation is a level which management decisions consider the impact
of results on people in the organization, Team Orientation is a level where work
activities are organized around teams, not individuals, Aggressiveness is a level which
people (members of an organization) have an aggressive and competitive nature rather
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than relaxed, and stability (Stability) is a level which the organization's activities
emphasize the status quo being maintained rather than growth (Robbins, 2012).

Work Motivation

Two factors cause satisfaction or dissatisfaction according to Herzberg, namely
maintenance factors and motivational factors. Maintenance factors are also called
dissatisfiers, hygiene factors, and extrinsic factors. Meanwhile, motivational factors are
also called satisfiers, motivators, and intrinsic factors. Motivation factors or intrinsic
factors are a driving factor for someone to achieve, this factor comes from within a
person. factors that lead to job satisfaction consist of factors related to the content of
work, including responsibility, advancement, achievement, recognition, work it self,
personal growth. Meanwhile, Hygiene factors or extrinsic factors, which are factors
associated with efforts to maintain the existence of employees. This factor consists of
company policy and administration, wages, status, job security, working conditions,
interpersonal relationships with colleagues, interpersonal relationships with supervisors,
and quality of supervision (Noermijati, 2013).

Employee Performance

According to Fahmi (2010) states that performance is the result obtained by an
organization both the organization is profit oriented and non profit oriented which is
produced during a period of time. The results obtained by an organization can be seen
through a performance appraisal process. According to Noermijati (2013) that work
assessment is a way to assess employees in accorandce with activities in carrying out
their responsibilities or in other words is a process to assess employee performance in
carrying out tasks in their respective fields of work. Through performance appraisal,
management can evaluate work results so that they can know the elements of the work
being assessed and how employees who perform well in their work, so that each
element of the work that is assessed can run well. Robbins (2006) proposes three
criteria that can be used to measure performance namely Work quality is quality that
must be produced in work, quantity is the amount that must be completed and
accomplished in work, attitude is evaluative statement both pleasant and unpleasant
towards objects, individuals and event.

HYPOTHESIS

According to ligen and Favero (1985), the work environment is one of the factors that
influence employee performance. Carson, et al. (1991) believe that the work
environment has an impact on employee behavior and work outcomes. The work
environment in question is the realization of a comfortable, competitive work
atmosphere, and the existence of adequate work facilities and infrastructure. An
adequate work environment will be able to form a more effective and efficient
performance. The relationship caused by the work environment has a positive impact on
employee performance. Deeper, the relationship can be seen based on some results of
previous studies. Some previous research findings show that the work environment has
a significant effect on employee performance (Malik, et al., 2011, Nguyen, et al., 2014,
Jayaweera, 2015, Nurjanah, et al., 2014). Based on the study above, hypotheses can be
arranged as follows:

H.. Work Environment affect positive and significant effect on employee performance.
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In fact, it can be seen that according to a company there are rules and values applied by
the company to employees in order to maintain harmony both for the long term and the
short term. Organizational culture has full strength, influences individuals and
performance even on the work environment (Kolter and Heskett, 1992). This concept
shows that organizational culture has a positive impact on employee performance.
deeper, the relationship between organizational culture and employee performance can
be seen from the results of several previous reseacrh. Some of the results of previous
research indicate that organizational culture has a significant effect on employee
performance (Murugan, 2009, Shahzad, 2014, Wahyuni, 2015, Nurdin, et al., 2016). Based
on the explanation above, the hypothesis can be arranged as follows:

H.. Organizational culture affect positive and significant on employee performance.

According to the opinions of Isaac and tanjung cited by Riansari (2013) concerning the
benefits of the work environment is creating a work of passion, so that productivity and
work achievement increases. Meanwhile, the benefits obtained from working with
motivated people are work completed according to the correct standards and on a
specified time scale. This concept will explain that the work environment will has a
positive impact on employee motivation. This is supported by several previous research,
namely the results of several research show that the work environment has a positive
and significant influence on work motivation (Martin ,1996, Noor, 2014, Sanny, et dl.,
2012). Based on the empirical study above, the hypothesis can be arranged as follows:

H;. Work Environment affect positive and significant on work motivation.

According to Fahmi (2013) organizational culture is a habit that has lasted a long time
and is used and applied in the life of work activities as one of the drivers to improve the
quality of work of employees and company managers. One of the drivers to improve the
quality of work of employees is by encouraging employee work motivation. Deeper, the
relationship between corporate culture to work motivation can be seen from the results
of research that has been done before. The results of empirical studies by several
previous research indicate that shows that organizational culture has a positive and
significant effect on work motivation (Taslim, 2011, Koesmono, 2005, Ernanto, et al.,
2015). Based on the empirical study above, the hypothesis can be arranged as follows:

H,. Organizational culture affect positive and significant on the work motivation.

Factors that influence performance according to Mahmudi (2010), one of them
mentioned is motivation. This is because motivation and performance have strong
relationships. Strong relationships can be seen from previous research where the results
of the research indicate that motivation influences performance. According to some
results of the research, the results showed that work motivation had a significant effect
on employee performance (Shafighi, et al., 2013, Zameer, 2014; Supartini, 2017, Ardiaz, et
al., 2017, Prabowo, et dl., 2018). Based on the empirical study above, the hypothesis can
be arranged as follows:

Hs. Work motivation affect positive and significant on the employee performance.

Based on the results of Martin (1996), Noor (2014), and Sanny, et al. (2012) then found a
significant influence between the work environment on work motivation, and the
research conducted by Malik, et al. (2011), Nguyen, et al. (2014), Jayaweera (2015),
Nurjanah, et al. (2014) shows the results that the work environment has a positive effect
on employee performance. Therefore hypotheses can be arranged as follows:
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Hs. Work motivation mediates the effect of the work environment on employee
performance.

Based on the results of the research by Murugan (2009), Shahzad (2014), Wahyuni
(2015), Endrias (2014), it was found that there was a significant effect between
organizational culture on employee performance and the results of research conducted
by Taslim (2011), Koesmono (2005) , Ernanto, et al. (2015) that there is a significant
influence between organizational culture on work motivation. Therefore hypotheses can
be arranged as follows:

H,. Work motivation mediates the effect of organizational culture on employee
performance.

Work
Environment

Work
Motivation

Employee
Performance

Organizational
Culture

Figure 1. Research Conceptual Model

METHODS

The approach in this reseacrh uses a quantitative approach with a survey method. The
purpose of this reseacrh is to find out and analyze the relationship between variables
through testing the hypothesis so that it is also called explanatory research. The
population of this research is the operational field employees of PT Bank Pembangunan
Daerah Provinsi Jawa Timur Tbk Sidoarjo Branch. The method used in this reseacrh is a
census or saturated sample, that is, all members of the population are sampled
(Sugiyono, 2015). The total population is 134 employees, so the respondents of this
reseacrh amounted to 134 employees. The conditions of the respondents in this reseacrh
are with a minimum work period of 1 year.

The research instrument in this research tested the feasibility of 30 respondents outside
the study sample using validity and reliability tests with the help of the SPSS program. If
the instrument is valid and reliable, it will be distributed directly to the respondent. The
data obtained in this study were then carried out statistical analysis using Partial Least
Square (PLS) with the help of SmartPLS 3.0 software. Model evaluation in PLS analysis is
done in two ways, namely the measurement model (outer model) and structural model
(inner model). Outer model is a measurement model to show the specification of the
relationship between variables and indicators. While the structural model (inner model)
shows the specification of the relationship between hidden or latent variables, namely
between exogenous variables with endogenous variables (Ghozali dan Latan, 2012).
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RESULTS AND DISCUSSION

Testing of Research Instruments (Pilot Test)

Table 2 shows all statement items for the variables in this research having a value of r
hitung> r tabel (0.30) (Sugiyono, 2015), so that statement items have been valid or can
clearly describe the variables studied. All research variables also have Cronbach Alpha
coefficients greater than 0.6 (Arikunto, 2010), so the instrument of this research has

been reliable, and statement items are worthy of being used in this study.

. . r r Cronbach
Variable Indicator Item hitung  tabel Alpha
Physical Work Environment X1.1a 0.585 0.30
(X1.1) X11b 0.625  0.30
X1.1¢c 0.603 0.30
0.919
0.638 0.30
Work X1.1d
Environment Xl.1e 0706  0.30
(X1) X1.1f 0.676  0.30
Non Physical Work X1.2a  0.545 0.30
Environment (X1.2) X1.2b 0.563 0.30 0.919
X1.2¢ 0.593 0.30
Inovation and Risk X2.1a 0798  0.30 0.912
Taking(X2.1) x2.1b  0.627  0.30 '
Attention to details (X2.2) X2.2a 0566 030 0.914
X220 0615  0.30 '
Outcome Orientation (x2.3) ~ X2.3a 0398 0.30 0915
X2.3p  0.540 0.30 '
OCr:?Jintlerzea?)(()S)a ! People Orientation (X2.4) X2.4a 0703 030 0913
X2.4b 0.665 0.30 '
Team Orientation (X2.5) X2.5a 0598 030 0916
X250 0637  0.30 '
Aggressiveness (X2.6) X2.6a 0660 030 0.913
X2.6b  0.637 0.30 '
Xx2.7a 0671  0.30 0o
ili 915
Stability (X2.7) % 27b 0673 030
Responsibility (Z1.1) z11a 0535 030 0.914
Z1.1b 0.489 0.30 '
Advancement (Z1.2) Z1.2a 0.703 0.30 0.911
Z1.2b 0.715 0.30
) Z1.3a 0.696 0.30 0.910
Achievement (Z1.3) 71.3b 0.647 0.30 .
N Zl4a 0661  0.30
Recognition (Z1.4) 71.4b 0.702 030 0.912
" t_W?_fk - Z15a 0598  0.30 0012
otivation i .
Work itself (21.5) Z15b 0438  0.30
Z1.6a 0.554 0.30 0.915
Personal growth (Z1.6) 71.6b 0.523 0.30 .
Company Policy and Z1.7a 0.492 0.30
Z1.8a 0.541 0.30 0.912
Wages(Z1.8) 7180 0534  0.30 '
Status (Z1.9) Z1.9a 0.536 0.30
naig
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r r Cronbach
hitung tabel Alpha
Z1.9b 0.515 0.30
Z1.10a  0.469 0.30
Job Security (Z1.10 71.10b  0.465 0.30 0.915
) - Z1.1la 0.423 0.30
Working Conditions (Z1.11) 7111b  0.605 0.30 0.914

Interpersonal relationships Z1.12a 0.632 0.30

Variable Indicator Item

n a1

with colleagues (Z1.12) 71126 0547  0.30 0.911

Interpersonal relationships Z1.13a  0.559 0.30

with supervisorsr (Z1.13) 7113b 0617  0.30 0.910

Quality of supervision Z1.14a  0.559 0.30

(21.14 0.912
: Z1.14b  0.617 0.30

Quality (Y1.1) Yl.la 0802  0.30 0.912

Y1.1b 0.815 0.30

PE?oelr?;ie Quantity (Y1.2) Y1.2a 0.736 0.30 0,913
) Y1.2b 0.682 0.30

Attitude (Y1.3) Y1.3a 0.587 0.30 0.512

Y13b 0865 0.30

Source: Primary data processed, 2018

Data Analysis Results

This research uses the SEM method based on Partial Least Square (PLS). The PLS
software used is SMART PLS version 3.0. In the PLS application there are two stages,
namely assessing the outer model and then evaluating the inner model or structural
model.

Hop g e

Figure 2. Outer Model Testing Results

Based on Figure 2, the outer loading value of each item is more than 0.50 so that the
item can be valid, and the reliability test results show that the composite reliability value
of each research variable is more than 0.70 and cronbach's alpha is more than 0.60 so
that the instrument used in research is reliable.

Table 3. Results of Testing Direct and Indirect effect Hypotheses
Hyphotesis  Relationship Path Coefficient t- Information
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Direct Indirect statistics

Effect Effect
H1 X1->Y 0.209 2.351 Significant
H2 X2->Y 0.202 2.141 Significant
H3 X1->Z 0.393 5.560 Significant
H4 X2->Z7 0.475 7.186 Significant
H5 Z->Y 0.372 4.229 Significant
H6 X1->Z ->Y 0.146 3.403 Significant
H7 X2->Z >Y 0.177 3.571 Significant

Source: Primary data processed, 2018

Based on table 3 shows that the work environment has a significant and positive
influence on employee performance with a t-statistic value greater than t-table (2.351>
1.96), so H, accepted. Organizational culture was found to have a significant and positive
effect on employee performance with a t-statistic value greater than t-table (2.141<1.96),
so H. accepted. Hypothesis testing also shows that the work environment has a
significant and positive influence on work motivation with a t-statistic value greater than
t-table (5.560> 1.96), so that H; accepted. Organizational culture was found to have a
significant and positive influence on work motivation with a t-statistic value greater than
t-table (7.186> 1.96), so that H, accepted. Work motivation is found to have a significant
and positive effect on employee performance with a t-statistic value greater than t-table
(4.229>1.96), so that H; accepted.

Based on table 3 also shows that work motivation can be found to mediate the
relationship of the influence of the work environment on employee performance,
because it has a t-statistic value greater than t-table (3,403> 1.96), so He accepted. Work
motivation is also found to be mediating the relationship between the influence of
organizational culture on employee performance, because it has a t-statistic value
greater than t-table (3.571> 1.96), so that H; accepted. Based on the results of research
on the indirect effect of work motivation on the relationship of the work environment to
the performance of employees has a partial mediation role. Furthermore, it is also found
that the motivation of work on the relationship of organizational culture to employee
performance has a partial mediation role.

DISCUSSION

The results of the research show that the work environment has a significant influence
on employee performance. This can be interpreted that employee performance can
increase due to the role of the work environment. Employees feel that their
performance can increase because of the role of the work environment that is built and
created by both companies and employees. The results of this research are also in line
with previous reseacrh by Malik, et al. (2011), Nguyen, et al. (2014), Jayaweera (2015),
Nurjanah, et al. (2014) which states that the work environment has a role in improving
employee performance. this can be seen from the results of their research where the
work environment has a significant effect on employee performance. The results of this
research indicate that organizational culture has a significant effect on employee
performance. This means that employee performance can increase because of the role
of organizational culture. This is also supported by the annual report of PT Bank
Pembangunan Daerah Provinsi Jawa Timur Tbk in 2017, the corporate culture has a big
role in creating smooth operations and productivity of the company, namely changing
attitudes, and also the behavior of existing HR in order to increase work productivity.
Employees feel that by applying the corporate culture of PT Bank Pembangungan
Daerah Provinsi Jawa Timur Tbk will have a positive impact on their performance.
Corporate culture for employees in the operational fields of PT Bank Pembangunan
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Daerah Provinsi Jawa Timur Tbk Sidoarjo Branch is as useful values and guidelines when
working. The results of this research are also in line with previous research by Murugan
(2009), Shahzad (2014), Wahyuni (2015), Endrias (2014) which states that organizational
culture has arole in improving employee performance. this can be seen from the results
of their research where organizational culture has a significant effect on employee
performance.

The results of the research indicate that the work environment has a significant
influence on employee motivation at PT Bank Pembangunan Daerah Provinsi Jawa Timur
Sidoarjo Branch. This can be interpreted that in practice the work environment has a role
on employee motivation. The better the work environment built by the company, the
higher the motivation shown by the employee at work. Based on this, it can be seen how
much benefit can be given from the aspect of the work environment one of which is able
to increase employee motivation at work. This is in line with the opinion expressed by
Ishak and Tanjung, quoted by Riansari (2013) regarding the benefits of the work
environment is to create work passion, so that productivity and work performance
increase. Meanwhile, the benefits obtained from working with motivated people are
work completed according to the correct standards and on a specified time scale. The
results of this research are also in accorandce with previous studies conducted by Martin
(1996), Noor (2014), and Sanny, et al. (2012) who found that the work environment can
influence work motivation. The results showed that organizational culture had a
significant effect on work motivation. This indicates that organizational culture can
increase employee motivation. The employee of PT Bank Pembangunan Daerah Provinsi
Jawa Timur Tbk Sidoarjo Branch feels that implementing a corporate culture in work can
increase work enthusiasm so that it can provide good performance for the company.
The results of this research are also in line with previous research by Taslim (2011),
Koesmono (2005), Ernanto, et al. (2015) which states that organizational culture has a
role in increasing employee motivation. The role of organizational culture can also be
seen how employees are able to apply and understand the values of the company so
that it can motivate employees not only to work passionately but also to motivate
employees in terms of morale and discipline in work.

The results showed that motivation had a significant effect on employee performance.
this can be interpreted that the higher the motivation received by the employee, the
better the performance shown for the company. This is felt by the Employees of PT Bank
Pembangunan Daerah Provinsi Jawa Timur Tbk Sidoarjo Branch where employees feel
the motivation given by the company through various ways has a positive impact on
employee performance. The results of this research are also in line with previous
empirical studies conducted by Shafighi, et al. (2013), Zameer (2014), and Supartini (2017)
who found results that work motivation has a significant influence on employee
performance.

Based on the results of data analysis that has been done, this research found that work
motivation has a mediating role in the relationship of the influence of the work
environment on employee performance. In this research it was found that the work
environment is able to influence employee performance directly, but when mediated by
work motivation, the work environment can still affect employee performance so that
the role of mediating work motivation is partial mediation. It can be concluded that the
role of the work environment can provide a positive impact on employee performance
and also have a positive impact on work motivation. Furthermore, this research also
found that work motivation has a mediating role in the relationship of the effect of

Management and Economics Journal (MEC-J) 63
Vol 3 (1) April 2019



Effect of Work Environment and Organizational Culture...

organizational culture on employee performance. In this research it was found that
organizational culture is able to influence employee performance directly, but when
mediated by work motivation, organizational culture can still influence employee
performance so that the role of mediating work motivation is partial mediation.

CONCLUSIONS

The work environment at PT Bank Pembangunan Daerah Provinsi Jawa Timur Tbk
Sidoarjo Branch is able to play a role in improving employee performance. The existence
of this role explains that employee performance can increase due to a supportive work
environment. The importance of the role of the work environment so that the PT Bank
Pembangunan Daerah Provinsi Jawa Timur Tbk Sidoarjo Branch strives to build and
create a good work environment for employees so as to improve employee
performance.

Organizational culture is able to improve the performance of operational field
employees of PT Bank Pembangunan Daerah Provinsi Jawa Timur Tbk Sidoarjo Branch.
This can be seen by the ability of employees to apply company values while working.
That is, the operational field employees of PT Bank Pembangunan Daerah Provinsi Jawa
Timur Tbk Sidoarjo Branch are able to apply the company's values well so that they are
able to demonstrate the performance of employees through the quality of work and
good work attitudes.

The work environment that has been built by PT Bank Pembangunan Daerah Provinsi
Jawa Timur Tbk Sidoarjo Branch is able to play a role in increasing employee motivation.
This can be interpreted that employees feel that a well-built work environment will
increase employee motivation.

Organizational culture is able to have a positive impact on employee motivation. This can
be indicated by the operational field employees of PT Bank Pembangunan Daerah
Provinsi Jawa Timur Tbk Sidoarjo Branch is able to apply company values well so that the
work motivation of employees in terms of behavior and ethics while working also
increases.

Work motivation of operational field employees of PT Bank Pembangunan Daerah
Provinsi Jawa Timur Tbk Sidoarjo Branch is able to improve employee performance. That
is, the higher the work motivation that is felt by the employee then encourages
employees to improve performance.

Work motivation successfully gives a role in the relationship of work environment and
employee performance. This success is due to the achievement of employee work
motivation so that the work environment can improve employee performance. That is,
that work motivation has a role in bridging the relationship between the work
environment and employee performance.

Work motivation is able to mediate the relationship between organizational culture and
employee performance. These results can be explained that with employees able to
apply company values well it will provide positive benefits to performance so employees
will be motivated to improve their performance.
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