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1. Introduction

A new era in organizations and management institutions began in the 1970s with the advent of human
resource management. Different theories regarding human nature have been created by human resource
management, which has also approached performance problems from various angles. A theoretical
framework for management is formed as a result of the human resources approach. An organization cannot
be considered successful in fulfilling its vision and goal if it is not accompanied by the availability of
facilities and human resources. (Chatman & O'Reilly, 2016). Employees are considered important assets of
the organization because they are the ones who will run the wheels of the organization in achieving overall
success (Wahyudi, Rozi, et al., 2022). Most organizations target optimal employee performance to achieve
high work productivity. However, it isn't easy to retain employees with optimal performance (Randhawa,
2017).

Employee performance has become one of the concepts that occupies most of the organizational
agenda and is very important. Before discussing employee performance, it's a good idea to define the concept
of performance. Performance is the level of output achieved as a result of an action. This level reflects the
rate at which a goal or task is realized (Ramos-Villagrasa et al., 2019). There are a lot of definitions related to
employee performance. Performance is generally defined as the actions taken by employees to fulfill their
duties, the efforts that employees have expended, and the extent to which employees are aware of their duties
or achieve their goals as a result of those efforts and actions (Chaidir et al., 2023; Krijgsheld et al., 2022;
Rivaldo & Nabella, 2023; Wahyudi, Bahrudin, et al., 2022). Performance is a concept that quantitatively and
qualitatively indicates what can be achieved and achieved by individuals, groups or organizations that
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perform a job following the goals aimed at the work (DeNisi & Murphy, 2017; Imran & Tanveer, 2015). On
the other hand, individual and group performance is an indicator of the extent to which individuals or groups
can achieve the goals and standards set by the organization towards the goals they want to achieve with the
work.

Employee performance is the time and effort of an employee to get what he wants by performing
duties and responsibilities in the workplace where he works to meet his needs (Shields et al., 2015).
According to another definition, performance is the performance of a job set for an employee, which is
appropriate in terms of its features and capabilities, within acceptable limits (Sinambela, 2016). Employee
performance is the expenditure of time and energy to achieve what he wants as a result of the implementation
of his duties and responsibilities in an organization to meet the wants and needs of the employee (Schechner,
2020). Therefore, improving individual performance will improve the overall performance of the
organization. This means that high-performing employees improve organizational performance, increasing
organizational competitiveness (Alfandi, 2016; Wahyudi, 2021). However, many factors can determine
employee performance, including organizational culture.

Organizational culture is a system of shared meaning that influences employee behavior and reveals
a mind map of how employees will behave. Effective values and norms that are necessary for creating a
positive work environment make up the organizational culture that has been established in different
organizations (Hogan & Coote, 2014). When it comes to organizational challenges, these norms and values
tell employees how they should act, think, feel, and look (Ostroff et al., 2013). Employers that have a strong
organizational culture can give their staff members stability and enable them to advance alongside the
company (Prihantari & Astika, 2019). Recently, several studies have explained that organizational culture has
a role in influencing employee performance improvement (Dewi & Wibowo, 2020; Diana et al., 2021; Kim
& Chang, 2019) and also on organizational commitment (Shahriari et al., 2022). However, organizational
culture is not the only factor that can affect employee performance. Individuals who work in an organization
need to create a bond between themselves and their organization to improve their performance and contribute
more to their organization. Perceive the success of the organization as the success of the employees
themselves, and consider the problems of the organization as the problems of the employees themselves so
that it will allow employees to do their jobs better, which, in the end, employee performance will be more
optimal according to the expectations of the organization.

Every organization wants to increase the organizational commitment of its members. Employees
with a high level of organizational commitment tend to serve longer in the organization and maintain a
positive relationship with the organization (Adam et al., 2020). Additionally, employees with high levels of
organizational commitment have a low tendency to leave their jobs and exhibit high levels of performance,
which further increases the importance of organizational commitment (Bar-Haim, 2019). Thus,
organizational commitment is an attitude towards the organization where employees are aligned with the
organization and organizational goals. An alternative way to define organizational commitment is the degree
of strong identity unity and sense of belonging that the organization has developed with itself (Choi et al.,
2015).

The understanding of organizational commitment has been examined in detail into three, namely
affective commitment, continuation commitment, and normative commitment (Nassar, 2018). Employees
with affective commitment are more likely to remain with the company because they want to, whereas those
with normative commitment are more likely to do so because they feel compelled to. On the other hand,
continuous commitment describes considering the consequences of leaving the organization. Continuous
commitment is based on external factors rather than commitments that the person makes internally. These
three approaches are known to be based on the psychological structure of organizational commitment, which
reflects the employee's relationship with the organization and includes traits that can influence his decision to
stay a member.

The degree of a worker's attachment to their company is known as organizational commitment.
Stated differently, it is an attitude of interest and loyalty on the part of employees to the success of the firm.
Organizational commitment is claimed to reduce negative consequences such as late entry to work,
absenteeism, and leaving work, as well as make a positive contribution to the success of the organization by
improving the quality of goods and services (Guzeller & Celiker, 2019; Imamoglu et al., 2019; Klein & Park,
2015; Labrague et al., 2018). Despite the fact that numerous scholars have defined organizational
commitment in various ways, all of them emphasize the need to make sure that those workers stay with the
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company. In the end, this is the organization's commitment to providing opportunities for improving overall
employee performance (Chiu et al., 2019). From the explanation above, organizational culture must play a
role in improving employee performance, and organizational commitment can be a link to improving
employee performance. Therefore, this study contributes to science related to improving employee
performance in an organization, especially at PT Arwana Citra Mulia Tbk. This is because PT Arwana Citra
Mulia Tbk is one of Indonesia’s largest ceramic manufacturing companies, with a good reputation in
production efficiency and product quality. As a large company, its organizational culture can provide
important insights into the success factors and challenges in the manufacturing industry.

2.  Research Method

In this study, a quantitative method is used with the PLS-SEM approach. This research was conducted at PT
Arwana Citra Mulia Tbk, which has a population of 74 people. The sampling uses the census method,
meaning the entire population is sampled. In this study, the questionnaire is a tool to collect data and analyze
respondents as research subjects. Measurement of organizational culture with indicators such as individual
initiative, tolerance for risk, supervision, management support, and communication patterns (Wibowo, 2018),
employee performance variables, which are manifested in task performance, contextual performance, and
adaptive performance (Koopmans et al., 2011; Park & Park, 2019), and organizational commitment
characterized by affective, sustainable, and normative (Meyer, 2016; Nassar, 2018), measured using an
interval scale. The interval scale tests how strongly the respondent agrees or disagrees with the statement
presented. The interval scale used in this study has ten scales of 1 (strongly disagree) to 10 (strongly agree),
This follows the recommendation Ferdinand (2014), which explains that selecting an interval scale of 1-10 is
a fairly accurate step in measuring an indicator. The tool to analyze the data in this study is the help of
SmartPLS software version 3 (Ringle et al., 2015).

3.  Result and Discussion

This research was conducted at PT Arwana Citra Mulia Tbk with 74 respondents. The following is presented
in Table 1, which describes the characteristics of the respondents.

Table 1. Characteristics of respondents

Characteristic Total Percentage (%)
Gender Man 27 36
Woman 47 64
Age 20 - 25 Year 9 12
26 - 35 Year 26 35
36 - 45 Year 20 27
> 45 Year 19 26
Education Junior high school 6 8
Senior high school 16 22
Diploma 32 43
Bachelor 20 27

Source: PT Arwana Citra Mulia Tbk, 2024

In Table 1, it can be seen that the dominant gender characteristics are 47 people or 64 percent, then
the dominant ones are employees with the age of 26-35 years, which is 26 people or 35 percent, while the
characteristics according to the level of education that dominate are at the Diploma level of 43 percent or 32
people.

Table 2. Measurement model

Variables & Indicators Outer Loading AVE Cronbach’s Alpha  Composite Reliability
Organizational Culture 0.680 0.880 0.913

1. Individual initiatives 0.711

2. Risk tolerance 0.880

3. Supervision 0.901

4. Management support 0.857

5. Communication patterns 0.757
Organizational Commitment 0.645 0.727 0.844
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Variables & Indicators Outer Loading AVE Cronbach’s Alpha ~ Composite Reliability
1. Affective commitment 0.844
2. Continuance commitment 0.727
3. Normative commitment 0.834
Employee Performance 0.640 0.720 0.842
1. Task performance 0.843
2. Contextual performance 0.780
3. Adaptive performance 0.775

In the test, the first step is to check the outer loading to see the validity at the indicator level,
Average Variance Extracted (AVE), Cronbach's Alpha (CA), and Composite Reliability (CR) to confirm that
the model is getting adequate reliability. For the outer model, the cut-off is 0.7, while the AVE value must be
more than 0.5; then, for CA and CR, the value is at least 0.7 (Hair et al., 2019).

Based on Table 1, it can be seen that the outer loading value of each indicator in the studied variable
has met the validity requirement, which is more than 0.7. As for the AVE value of construction, it ranges
from 0.640 and 0.680, which means that the value is higher than the limit value of 0.5. Then, the level of
reliability obtained from CA and CR exceeds the minimum number, which is more than 0.7. It can be said
that all the requirements recommended Hair et al (2019) have been met. Furthermore, to find out the validity
of discrimination, you can see Table 3.

Tabel 3. Fornell-larcker criterion dan heterotrait-monotrait ratio (HTMT)

Fornell-larcker criterion Heterotrait-monotrait ratio
X Y M X Y M
Organizational Culture (X) 0.824
Employee Performance (Y) 0.674 0.800 0.818
Organizational Commitment (M) 0.682 0.620 0.803 0.834 0.829

After confirming that the reliability and validity of the instrument have been properly investigated,
the next step is to check the validity of the discrimination. The validity of the discriminant can be checked
from the Fornell-Larcker criterion and the Heterotrait-monotrait ratio (HTMT). According to the Fornell-
Larcker criterion, the square root of the AVE construct must be greater than the highest correlation with other
constructs (Hair et al., 2019; Henseler et al., 2015). Table 3 illustrates the Fornell-Larcker analysis to
determine the validity of discrimination. As shown in Table 3 on the Fornell-Larcker criterion column, the
square root of all AVEs is greater than the correlation with other constructions. Thus, the Fornell-Lercker
criterion is met. HTMT is also used to assess the validity of discrimination. For this assessment, the
proposition is to compare the HTMT with a predetermined threshold value (Henseler et al., 2015). The
recommended threshold value is not more than 0.85, which is considered a conservative benchmark (Hair et
al., 2019). This approach is very effective in detecting the validity of discrimination (Franke & Sarstedt,
2019). Table 3 in the heterotrait-monotrait ratio column shows that the value of HTMT is less than 0.85,
which is only in the range of 0.818-0.834. This means that the conceptual construction that has been built has
been adequate. Furthermore, the significance of the proposed hypothesis can be seen in Table 4.

Table 4. Hypothesis

Path

Hypothesis Coefficients t-value Result

Organizational Culture > Employee Performance 0.470 4.744 Significant
Organizational Culture - Organizational Commitment 0.682 13.816  Significant
Organizational Commitment > Employee Performance 0.300 2771 Significant
Organizational Culture - Organizational Commitment - Employee Performance 0.204 2.581 Significant

It can be seen in Table 4 that the hypotheses proposed in this study are all acceptable, which means
that the four hypotheses have a significant influence. Organizational culture has a positive and significant
influence on employee performance where the amount of path coefficients is 0.470, and the t-value is 4.744;
Organizational culture towards organizational commitment has a path coefficient value of 0.682 and a t-value
of 13.816; Organizational commitment to employee performance also had a positive and significant effect
(path coefficients = 0.300 and t-value = 2.771). Similarly, organizational commitment has a role as an
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intervening variable in organizational culture on employee performance, seen with a t-value of 2.581, and its
influence is also positive at 0.204. The value of the determination coefficient in employee performance is
0.502, and organizational commitment is 0.465. This characterizes that organizational culture and
organizational commitment contribute 50.2 percent to improving employee performance, and organizational
culture also contributes 46.5 percent to organizational commitment.

The study of organizational culture is important when it correlates with performance to improve
action. More than that, every individual who becomes a new member of the organization must undergo a
socialization or socialization process to minimize the problem of incompatibility and conflict. It is not
enough for an individual to have the knowledge and skills required by the job; employees must first learn the
norms, which are formal or informal rules that determine how to behave in various situations. So that
individuals can assimilate details about their role and the prevailing circumstances in the organization.
Therefore, employees must be informed about the organizational culture that applies to PT Arwana Citra
Mulia Tbk.

Organizational culture has a certain influence on employee behavior because organizational culture
is a value, symbol, and norm for the interaction between organizational members and organizations. A good
organizational culture can encourage employees to be motivated to achieve the goals required by the
organization. This emphasizes that organizational culture is increasingly important in influencing employee
behavior. The concept of organizational culture is the totality of the value system shared by the organization's
members at the collective level. Organizational culture can influence not only the short-term behavior of
organizational members but also the medium- to long-term task performance attitude. Several studies
conducted by Soomro & Shah (2019), Pujiono et al (2020), and Gencer et al (2021) provide information that
organizational culture has a positive and significant relationship in improving employee performance. This
study's results also refute the research findings Pawirosumarto et al (2017) , which stated that organizational
culture does not have a significant and positive effect on employee performance.

Organizational culture is at its peak, a source of competitive advantage for organizations, as it
influences the commitment of people in the workplace, both individual and collective learning processes and
skill development, and it arises from the underlying assumptions, beliefs, values, attitudes, and norms. A
study Di Stefano et al (2019) analyzed the effects of four organizational culture types on deviant workplace
behavior based on a competitive value model. From the analysis conducted Di Stefano et al (2019), it was
found that among the four types of organizational culture, it can reduce worker deviant behavior and increase
the sense of unity between individuals and organizations. This provides information that organizational
culture will shape the organization's commitment. Organizational commitment is an individual's willingness
to be loyal to and dedicated to the organization. On the other hand, organizational commitment is the relative
strength of an individual's goals and the identification of value and investment in the organization, and the
level of investment in the organization will vary, depending on the influence of personal behavior in the past.
In other words, organizational commitment is an internalized normative force that allows its members to
strongly accept the organization's goals and values and devote themselves to the organization's interests, i.e.
the employee's commitment to the organization in which they work. This implies that organizational culture
will shape organizational commitment, which means that a good organizational culture will affect
organizational commitment. This is by the statements of Krajcsak (2018) and Shahriari et al (2022) stated
that organizational culture has a significant influence on organizational commitment.

Organizational commitment refers to the strong belief of the members of the organization about the
organization's goals or values, the desire to strive to devote themselves to the organization, and the strong
desire to remain members of the organization. Organizational commitment is recognized as an individual's
psychological attachment, such as work commitment, loyalty, personal belief in the organization's values,
and willingness to comply with the organization. Therefore, organizational commitment reflects the state of
employee loyalty attitude towards the organization. The organizational commitment approach is broadly
divided into aspects of attitudes that shape behavior and aspects of behavior that determine attitudes. In the
attitude aspect, organizational commitment is seen as the process by which individual members achieve
organizational goals in harmony and the individual's voluntary psychological state.

Members of an organization with a high level of organizational commitment have the characteristics
to maintain their status as members. Members of organizations with a high level of organizational
commitment have good relationships with their colleagues and engage in creative and innovative activities.
This study also explains that the better the organization's commitment, the better it will improve employee
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performance. This is by research conducted by Loan (2020) and Hadian Nasab & Afshari (2019) which
stated a strong relationship exists between organizational commitment and employee performance. On the
other hand, organizational commitment can be a conductor or mediator of organizational culture in
improving employee performance.

4, Conclusion

To adapt to the rapidly changing environment, organizations must try to achieve a competitive advantage
through their unique organizational culture and efficient human resource management. The unique
organizational culture of an organization leads to optimal performance through behaviors related to the work
of its members. It plays a role in increasing the organization’s commitment to be more loyal to the
organization. Organizational culture has a role in improving employee performance, on the other hand,
organizational culture has a great influence on organizational commitment. Then, in addition to
organizational culture, organizational commitment can also significantly influence employee performance,
and even organizational commitment can be a mediator in organizational culture in terms of improving
employee performance. This indicates that it is important to maintain an excellent organizational culture so
that employee behaviors in achieving optimal performance can be carried out properly. Companies can
reward employees who demonstrate behavior that is in line with the organization’s cultural values, for
example, through monthly awards. On the other hand, companies can ensure that all company policies, from
recruitment to performance evaluation, reflect the organization’s cultural values, thereby achieving optimal
results for its employees.
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