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Abstract  

This research aims to examine the influence of a work culture of BerAKHLAK, motivation, 

organizational support, and job satisfaction on employee performance at Bondowoso Regency. 

The population in this study was 181 employees and the sample was 125 employees selected 

using the purposive sampling method. The research method used is a survey method using a 

questionnaire as a data collection instrument. The collected data was analyzed using multiple 

linear regression techniques. The research results show that work culture of BerAKHLAK, 

motivation, organizational support, and job satisfaction have a significant influence on 

employee performance. work culture of BerAKHLAK and organizational support have a 

significant positive impact on employee performance, while motivation has a significant 

positive influence on employee performance. Job satisfaction also has a significant positive 

influence on employee performance. These findings show the importance of implementing a 

fair work system with BerAKHLAK to improve employee performance. It is also necessary to 

pay attention to strong organizational support to encourage better performance. This research 

contributes to the development of theory and practice of human resource management in the 

agricultural and food security sectors. The practical implication of this research is the 

importance of the Bondowoso Regency government through the Bondowoso Regency 

Environmental Service to encourage the implementation of a BerAKHLAK work culture, 

strengthen organizational support, and increase employee job satisfaction to improve their 

performance. 

Keywords: work culture of BerAKHLAK, motivation, organizational support, satisfaction 

and performance 

 

INTRODUCTION  

Human resources are a very important factor in an organization because human resources are a 

collection of a group of people who work together to achieve the goal organization. Any  goal 
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of an organitation  is made  based on various visions for the benefit of humans in implementing 

its mission, managed and taken care well will have a very important contribution fot the value 

of the company or institution in the long term. A better management of human resources can be 

expected for  human resources will grow and develop into human capital investment (HCI) 

(Sudaryo et al 2018:03). So, it means , human resource management is a strategic and coherent 

approach to manage  the most valuable assets in an organization, those are  the people who work 

in the company, individually and collectively contributing to the achievement of the goal 

(Riniwati, 2016). 

Improving the quality of employee work cannot be separated from culture. Work culture 

according to Mangkunegara (2016) defines work culture as a set of assumptions or belief 

systems, values and norms developed within an organization which serve as behavioral 

guidelines for the members to overcome problems of external adaptation and internal 

integration. In a strong culture there is an agreement from the  members to maintain what is 

believed to be right from various aspects so as to foster integrity, loyalty and commitment to 

the company. One of the current ASN work cultures is ASN's Core Values and Employer 

Branding with the slogan BerAKHLAK. ASN's core values and Employer Branding were 

launched on July 27 2021. These ASN basic values are based on the Letter of the Minister of 

PANRB Number 20 of 2021 concerning the Implementation of Core Values and Employer 

Branding. ASN is Proud to Serve the Nation. Core Values and Employer Branding ASN has 

morals "Proud to Serve the Nation" is an abbreviation (acronym) for Berorientasi Pelayanan, 

Akuntabel, Kompeten, Harmonis, Loyal Adaptif, Dan Kolaboratif. 

A person works to fulfill his life needs. The desires in one person and another person are 

different so that human behavior tends to be different in carrying out their work. According to 

Purwanto (2016), motivation refers to a process that influences individual choices regarding 

various forms of activities they desire. Robbins & Judge (2016) define motivation is a process 

that determines an individual's intensity, direction and persistence in efforts to achieve goals. 

Organizational support is the level to which workers believe that the organization values their 

contributions and cares about their welfare (Robbins & Judge, 2015). Employees in an 

organization need support from the organization outside of the mandatory reciprocity provided 

by the organization. This support will influence the psychology of employees at work. Having 
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a positive psychological condition in employees will provide the best abilities of employees to 

the organization so that it can be profitable for the organization. 

Job satisfaction is considered as one of the main factors of organizational effectivity and 

efficiency. Even the new managerial paradigm insists that employees must be treated fairly as 

people who have their own needs and personal desires. According to Sudaryo, Agus & Nunung 

(2018) job satisfaction is a feeling of pleasant or unpleasant feelings about work based on 

expectations and rewards provided by the agency. Meanwhile, another opinion about job 

satisfaction was also expressed by Hasibuan (2017), job satisfaction is an emotional attitude 

that is pleasant and love their job. 

Performance is about what is done and how to do it. According to Rismawati and Mattalata 

(2018) performance is a condition that must be known and confirmed to certain parties to 

determine the level of achievement of an agency's results in relation to the vision carried out by 

a company or enterprise as well as knowing the positive and negative impacts of an operational 

policy. Bintoro and Daryanto (2017) said that performance is the willingness of a person or a 

group of people to carry out activities or perfect them in accordance with their responsibilities 

with the expected results. 

Based on the theory above, the results of previous research contained insignificant 

results/research gaps, as for the results of research conducted by Hendry, R. S. M. (2018). 

Partially, organizational support does not have a positive and significant effect on job 

satisfaction, the t value is 1.091 < t table 1.678 and the t probability value is 0.281 > 0.05. 

Research Adha, R. N., Qomariah, N., & Hafidzi, A. H. (2019). With the research results, work 

motivation has no effect on employee performance. Furthermore, Hasan, A., Rosa, R., & 

Almasdi, A. (2023). The results of the research show that organizational culture variables do 

not have a significant effect on employee performance. Research Setiawan, S., Kurniawan, P. 

C., & Pujiati, P. (2022). Job satisfaction as an intervening variable weakens the influence of the 

work environment and direct financial compensation on employee performance. 

Based on performance theory and supported by the results of previous research, the research 

object chosen was the Bondowoso Regency Environmental Service. The development planning 

for the Bondowoso Regency Environmental Service for 2018-2023 is a continuation of the 

development of previous years, so that in formulating policy directions and future development 

strategies it cannot be separated from the real conditions of development that have been 
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achieved. The first five years of the Bondowoso Regency Environmental Service Strategic Plan 

have produced various significant advances, but there are still various regional development 

problems which are the gap between the development performance currently achieved and what 

was planned and which leads to achieving an increase in community welfare. Potential regional 

development problems generally arise from strengths that have not been utilized optimally, 

weaknesses that have not been overcome, opportunities that have not been exploited, and threats 

that have not been anticipated. To get an initial picture of how OPD problems are solved, each 

problem is also identified as determining factors for its success in the future. The determining 

factors for success are critical factors, performance results and other factors that have high 

leverage in solving development problems or in realizing the successful implementation of 

government affairs. 

In this section, the most crucial issues regarding basic services in each business are described 

in accordance with their respective duties and functions through an assessment of performance 

achievements that have not reached the targets set in the 2018-2023 RPJMD. The problem will 

be described to find out the factors, both internal and external, which are the drivers for the 

emergence of the problem. Identification of problems in each matter is carried out by taking 

into account the achievements of development performance indicators and the results of the last 

year's development evaluation: In this section, the most crucial issues regarding basic services 

in each business are described in accordance with their respective duties and functions through 

an assessment of performance achievements that have not reached the targets set in the 2018-

2023 RPJMD. The problem will be described to find out the factors, both internal and external, 

which are the drivers for the emergence of the problem. Identification of problems in each 

matter is carried out by taking into account the achievements of development performance 

indicators and the results of the last year's development evaluation: 
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Table 1 Identification of Problems Based on Service Duties and Functions. 

No. Problem Identification 
Target 

(%) 

Reality  

(%)  
Information 

1. 
Water pollution. The most dominant pollutant load in the 

sampling area is domestic waste. 
100 89.3 Not Optimal 

2. 
Air pollution. The main sources of pollution are transportation, 

industry and households. 
100 95.57 Not Optimal 

3. Maintaining Land  100 94.35 Not Optimal 

4. 
Maintaining the Preservation of Water Resources and 

Biodiversity. 
100 90.07 Not Optimal 

5. The lack of community groups that care about the environment. 100 88.75 Not Optimal 

6. Environmental Law Enforcement 100 81.14 Not Optimal 

Source: Bondowoso Regency Environmental Service. (2023). 

Based on the problem data above, it can be seen that the performance achievement indicators at 

the Environmental Service have not yet reached the targets that have been set, several work 

program achievements are so far from the targets that have been determined. So it can be 

concluded that the performance of Bondowoso Regency Environmental Service employees is 

not optimal, so the performance phenomenon in this research is: lack of effectiveness of 

employee performance in carrying out basic tasks and functions. Apart from problems related 

to employee performance, several obstacles that also hinder performance achievements are that 

not all ASN at the Bondowoso Environmental Service implement a service-oriented, 

accountable, competent, harmonious, loyal, adaptive and collaborative work culture. Some 

ASN ignore the obligation to provide optimal services to the community because their 

motivation in working is to focus only on meeting needs. So he does not show a loyal and 

competent attitude according to his demands as an ASN. 

other problems is about dissatisfaction with the condition of supervisor or the organization as a 

whole in providing support for the proposed innovation. The classic reason that arises regarding 

organizational support is a limited budget or not being in accordance with initial planning. So 

employees feel they do not get support for the proposed innovation. Based on these problems, 

researchers tried to highlight several factors which are assumed to be important in improving 

employee performance, namely by providing solutions related to the influence of work culture 

variables, work motivation, organizational support and job satisfaction. 

RESEARCH METHODS  

This research begins from the start and then examines the five variables, the independent 

variables, called work culture, work motivation, organizational support and job satisfaction, 

then the dependent variable, namely employee performance. After that, collecting data through 
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distributing questionnaires and interviews with Bondowoso Regency Environmental Service 

employees. After processing the data, conclusions and suggestions are made to clarify the 

research made. This research was held  for 3 months, from November 2023 to April 2024. The 

location of this research was at the Bondowoso Regency Environmental Service. The population 

in this study was 181 Bondowoso Regency Environmental Service employees. Determination 

of the sample for employees used  the Slovin formula, with an error level of 5% which will be 

explained below: 

 rounded up to 125 respondents 

The sample determination method uses non-probability sampling with purposive sampling 

technique. According to Sugiyono (2013), purposive sampling is a technique for determining 

samples with certain considerations. The criteria for respondents used as samples in this 

research are below: 

1. Have a minimum education level of high school 

2. Have a working period of at least 5 years 

 

RESULT AND DISCUSSION  

Validity Test 

The sample for this research was 125 Bondowoso Regency Environmental Service employees. 

After testing the validity and reliability of the research instrument (questionnaire) and 

improvements were made to the questionnaire. The results of the validity and reliability tests 

can be stated in the following table: 
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z Table 2 Validity Test Results 

Variabel 

Working culture 

BerAKHLAK (X1) 

Indicator rhitung Informasi 

X1.1 0,727 Valid 

X1.2 0,691 Valid 

X1.3 0,785 Valid 

X1.4 0,665 Valid 

X1.5 0,785 Valid 

X1.6 0.666 Valid 

X1.7 0,715 Valid 

Working 

Motivation (X2) 

X2.1 0,743 Valid 

X2.2 0,758 Valid 

X2.3 0,824 Valid 

X2.4 0,763 Valid 

X2.5 0,623 Valid 

Organization 

Support (X3) 

X3.1 0,721 Valid 

X3.2 0,794 Valid 

X3.3 0,798 Valid 

X3.4 0,667 Valid 

Working 

Satisfaction (X4) 

X4.1 0,686 Valid 

X4.2 0,712 Valid 

X4.3 0,625 Valid 

X4.4 0,746 Valid 

X4.5 0,700 Valid 

X4.6 0,702 Valid 

X4.7 0,753 Valid 

X4.8 0,735 Valid 

employee 

performance (Y) 

Y1 0,738 Valid 

Y2 0,732 Valid 

Y3 0,641 Valid 

Y4 0,685 Valid 

Y5 0,762 Valid 

Y6 0,827 Valid 

Y7 0,655 Valid 

Based on the validity test results table, it can be seen that each indicator used has a calculated 

rhitung greater than 0.30, this means that the indicators used in this research variable are suitable 

or valid for use as data collectors. 

Reliability Test 

Reliability is the level of advertising the results of a measurement. Measurements that have high 

reliability, those are measurements that are able to provide reliable measuring results.  In this 

study, reliability measurements were carried out with the help of the SPSS 25 for Windows 13 

program using the Cronbach Alpha method, where the questionnaire is said to be reliable if the 
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Cronbach Alpha value is greater than 0.60. Recapitulation of questionnaire items from the 

reliability test results can be seen in the following table. 

                                                 Table 3 Reliability Test Results 

                                  Reliability Statistics 

Variabel 
Cronbach's 

Alpha 
Information 

Working culture BerAKHLAK 0,845 Reliabel 

Working Motivation 0,745  Reliabel 

Organization Support 0,730  Reliabel 

Working Satisfaction 0,828  Reliabel 

Employee Performance 0,820  Reliabel 

                        Source: Data processed by researchers (2024) 

Based on the test results, the Cronbach Alpha value is greater than 0.60, so all the variables used 

in this research are reliable. 

Classic Assumption Test 

Normality Test 

The requirement for the normality test is that if the data spreads around the diagonal line and 

follows the direction of the diagonal line, then the regression model meets the normality 

assumption. If the data spreads far from the diagonal line and/or does not follow the diagonal 

line, then the regression model does not meet the assumption of normality. 

 

 

                                                     Image 1 Normality Test Results 

                                         Source: Data processed by researchers (2024) 
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From this image, the results show that all data is normally distributed, the data distribution is 

around the diagonal line. 

Multicollinearity Test 

If the correlation coefficient is located within the acceptance limits, the correlation coefficient  

has no meaning and multicollinearity does not occur. 

Table 4  Collinearity Statistic 

Model 

Collinearity Statistics 

Tolerance VIF 

1 (Constant)   

Working Culture  .384 2.606 

Working Motivation .357 2.800 

Organization Support .436 2.295 

Employee Performance .282 3.541 

                                Source: Data processed by researchers (2024) 

Based on the results of the Collinearity Statistical analysis, it shows that there is no 

multicollinearity in the model. It  can be seen in the attachment. The VIF value of each variable 

is less than 10. 

Heteroscedasticity Test 

This test aims to test whether in a regression model there is an inequality in the variance of the 

residuals, from one observation to another. If the picture shows that the points are spread 

randomly and spread both above and below the number 0 on the Y axis, then it can be concluded 

that there is no heteroscedasticity in the regression model (Ghozali, 2018). 

 

Image 2 Heteroscedasticity Test Results of the Effect of X1 X2 X3 on Y 

Source: Data processed by researchers (2024) 
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From the graph, it can be seen that the points are spread randomly, do not form a clear pattern, 

and are spread both above and below the number 0 (zero) on the Y axis, this means that there is 

no deviation from the classic assumption of heteroscedasticity in the regression model. In other 

words means accepting the homoscedasticity hypothesis. 

Multiple Linear Regression Analysis 

Based on research data collected for both the dependent variable (Y) and independent variables 

( , , X4) which were processed using the SPSS 25 for Windows 13 program, it can be seen in 

the following table: 

Table 5 Recapitulation of Multiple Linear Regression Analysis Results 
Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 
Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 9.184E-17 .034  .000 1.000   
Work culture .342 .055 .342 6.265 .000 .384 2.606 

Working 
motivatision 

.288 .057 .288 5.091 .000 .357 2.800 

Organization 
Support 

.143 .051 .143 2.789 .006 .436 2.295 

Working 
Satisfaction 

.271 .064 .271 4.254 .000 .282 3.541 

a. Dependent Variable: Employee Performance 

Source: Data processed by researchers (2024) 

Based on the table above, the multiple linear regression equation can be obtained as follows: 

Ŷ = 9,184EE-16+ 0,342  + 0,288  + 0,143 + 0,271  

Information: 

 Ŷ = performance 

  = working culture BerAKHLAK  

  = working motivation 

  = organization support 

  = working satisfaction 

Based on the multiple linear regression equation, it shows the meaning and can be explained 

that: 

a. The constant value of 9.184EE-16 shows the high value of the performance variable for 

Bondowoso Regency Environmental Service employees. And  9.184EE-16, meaning that 

if the work culture variables have morals, organizational support and job satisfaction are 
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assumed to be equal to zero or constant, then employee performance is quite good because 

it has a positive value. 

b. The coefficient of the AKHLAK work culture variable is 0.342, which means that if  

BerAKHLAK work culture is improved it will improve ASN performance assuming the 

work motivation, organizational support and job satisfaction variables do not change. 

c. The coefficient of the work motivation variable is 0.288, which means that if work 

motivation is increased it will improve ASN performance assuming that the work culture 

BerAKHLAK variable, organizational support and job satisfaction do not change. 

d. The coefficient of the organizational support variable is 0.143, which means that if the 

organizational support variable is increased it will improve ASN performance with the 

assumption that the work culture BerAKHLAK variable, work motivation and job 

satisfaction have not changed. 

e. The coefficient for the Job Satisfaction variable is 0.271, which means that if job 

satisfaction increases, ASN performance will improve, assuming the work culture 

variables have AKHLAK, work motivation and organizational support have not changed. 

Partial Statistical Test (t-test) 

This test is to see the extent of the partial (individual) influence of variable Based on the 

processing results using SPSS version 25 for Windows 13, the t test results were obtained, the 

results of which are summarized in the following table: 

Table 6 Statistical Test Results (t-Test) 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 
Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 9.184E-17 .034  .000 1.000   
Working ulture .342 .055 .342 6.265 .000 .384 2.606 

Working 
Motivation 

.288 .057 .288 5.091 .000 .357 2.800 

Organization 
Support 

.143 .051 .143 2.789 .006 .436 2.295 

Working 
Satisfaction 

.271 .064 .271 4.254 .000 .282 3.541 

a. Dependent Variable: Employee Performance 

Source: Data processed by researchers (2024) 
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a. Work culture with AKHLAK (X1 ) 

The T-hitung for the AKHLAK work culture variable is 6.265, with a significant value 

of 0.000 <0.05. Because the ρ-value is smaller than α (0.000 < 0.05), this means that 

the work culture BerAKHLAK variable has a partial effect on the performance of 

Bondowoso Regency Environmental Service employees. 

b. Working Motivation (X2) 

The t-hitung for this work motivation variable is 5.091, with a significant value of 0.000 

<0.05. Because the ρ-value is smaller than α (0.000 < 0.05). This means that the work 

motivation variable partially influences the performance of Bondowoso Regency 

Environmental Service employees. 

c. Organization Support (X3) 

The t-hitung for this work motivation variable is 2.789, with a significant value of 0.006 

< 0.05. Because the ρ-value is smaller than α (0.006 < 0.05), it means that the 

organizational support variable has a partially significant effect on employees of the 

Bondowoso Regency Environmental Service 

d. Working Satisfaction (X4) 

The t-hitung for this work motivation variable is 4.254 with a significant value of 0.000 

<0.05. Because the ρ-value is smaller than α (0.000 < 0.05), it means that the job 

satisfaction variable has a partial effect on employees of the Bondowoso Regency 

Environmental Service 

Simultaneous Statistical Test (F-test) 

The simultaneous test or F test is a joint test to test the significant influence of the work culture 

BerAKHLAK variables, work motivation, organizational support and employee job satisfaction 

on the performance of Bondowoso Regency Environmental Service employees. So the F-test 

results can be seen in the table as follows: 
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Table 7 Statistical Test Results (F-test) 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 87,069 4 21,767 128,561 0,000b 

Residual 16,931 100 0,169   

Total 104,000 104    

a. Dependent Variable: Performance  

b. Predictors: (Constant), Satisfaction, Working Motivation, Working culture 

BerAKHLAK, Organization Support 

Source: Data processed by researchers (2024) 

Based on statistical testing using the F test method, where the significance level obtained is 

0.000 < 0.05. Because the ρ-value is smaller than α (0.000 < 0.05), H0 = there is no influence 

of work culture BerAKHLAK, work motivation, organizational support and working 

satisfaction simultaneously on the performance of Bondowoso Regency Environmental Service 

employees. It was rejected, it means that the work culture BerAKHLAK, work motivation, 

organizational support and working satisfaction simultaneously influence the performance of 

Bondowoso Regency Environmental Service employees. 

Coefficient of Determination (R2) 

The coefficient of determination is used to determine the ability of the independent variable to 

explain the dependent variable. The amount of determination can be seen in R Square and is 

expressed as a percentage. The following is a measure of the contribution of the working culture 

BerAKHLAK variables (X1), working motivation (X2), organization support (X3), and  

working satisfaction (X4), to employee performance (Y) which is presented in the following 

table: 

Table 8 Determination Coefficient Test Results (R2) 
Model Summaryb 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .929a .863 .858 .37653076 1.614 

a. Predictors: (Constant), Working Satisfaction, Organization Support, Working Culture, Working 

Motivation 

b. Dependent Variable: Employee Performance 

Source: Data processed by researchers (2024) 
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The results of the analysis of the influence of working culture BerAKHLAK (X1), work 

motivation (X2), organizational support (X3), and working satisfaction (X4), on employee 

performance (Y) as in the table above, show the value of the coefficient of determination or 

Adjusted R square showing a value of 0.858, From these results, it means that all the 

independent variables (working culture BerAKHLAK, working motivation, organization 

support and  working satisfaction) have a contribution of 85.8% to the dependent variable 

(performance) with a very strong level of determination, and the remaining 14.2% which is 

influenced by factors outside this research. 

Interpretation 

The Influence of a Work Culture BerAKHLAK to Employee Performance 

Based on the second hypothesis, BerAKHLAK work culture influences employee performance. 

After making hypothesis, the results were obtained which stated that the work culture 

BerAKHLAK had a significant effect on the performance of Bondowoso Regency 

Environmental Service employees, it is proven correctly or H2 is accepted. . It is happened 

because of aspects related to the BerAKHLAK work culture which have been able to create 

employee performance. These aspects are salary, allowances, bonuses/incentives, interpersonal 

awards and promotional awards. 

 According to Gering, Supriyadi and Triguno, (2013) work culture is a philosophy based 

on a view of life as values that become traits, habits and forced power, becoming a culture in 

the life of a community group or organization, then reflected in attitudes into behavior, beliefs. 

, ideals, opinions and actions that manifest as job or work. According to Moeljono (2005) work 

culture is generally a philosophical statement, it can be as a binding demand on employees 

because it can be formally formulated in various company rules and regulations. Individually 

or as a group, an employee cannot be separated from the culture that exists in a company. 

Apart from the expert opinions mentioned, the results of this research are also supported 

by the results of previous research conducted by: Supardi, et al (2020) Maesofhani, & Lutfi, 

(2019). Wulandari, & Luturlean, (2023), Adha, and friends. (2019) stated that work culture has 

a significant influence on performance. 
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The Influence of Work Motivation on Employee Performance 

Based on the second hypothesis, work motivation influences employee performance. After 

testing and analyzing the data, the results were obtained which stated that work motivation had 

no significant effect on the performance of Bondowoso Regency Environmental Service. It is 

happened because of the fact that aspects related to work motivation have been able to improve 

the performance of Bondowoso Regency Environmental Service employees. These aspects 

include minimizing mistakes, heavier punishments, punishments with explanations and 

immediate punishments. 

Due to the opinion of Siagian (2018) Motivation is the forced power that causes a member of 

an organization to be willing and willing to mobilize their abilities in forming expertise and 

skills, energy and time to carry out various activities for which they are responsible and fulfill 

their obligations in order to achieve the organization's goals and various targets. which has been 

determined before.  

Apart from the expert opinions mentioned, the results of this research are also supported by the 

results of previous research conducted by: Pane, et al. (2022), Supardi, et al (2020), Maesofhani, 

& Lutfi, (2019). Adha, et al. (2019) stated that work motivation has a significant influence on 

performance. 

The Effect of Organization Support on Employee Performance 

Based on the third hypothesis, organization support influences employee performance. After 

testing and analyzing data, a results were obtained which stated that organization support had a 

significant effect on the performance of Bondowoso Regency Environmental Service 

employees. The hypothesis proposed is not proven or H3 is accepted. This is happened because 

of organization support related to the performance of Bondowoso Regency Environmental 

Service employees. These aspects include employee will, employee loyalty and a sense of 

belonging. 

According to Robbins (2015), perceived organization support is where employees believe the 

organization values their contributions and cares about their welfare. Unless management is 

unsupportive for employees, employees may view these tasks as unpleasant and represent 

ineffective work results for the organization. Apart from the expert opinions mentioned, the 

results of this research are also supported by the results of previous research conducted by: 
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Marbun, & Jufrizen, (2022), Umihastanti, & Frianto (2022). Henry. (2018) stated that 

organizational support has a significant influence on performance. 

The influence of job satisfaction on employee performance 

Based on the fourth hypothesis, job satisfaction influences employee performance. After testing 

and analyzing data, the  results were obtained which stated that job satisfaction had a significant 

effect on the performance of employees of the Bondowoso Regency Environmental Service. 

proven correct or H2 is accepted. This is beacause of job satisfaction related to the performance 

of Bondowoso Regency Environmental Service employees. These aspects are physiological 

needs, security needs, social needs, self-esteem needs and self-actualization needs 

Sutrisno (2017) the term satisfaction refers to an individual's general attitude towards their 

work. Someone with a high level of job satisfaction shows a positive attitude towards work. 

Satisfied employees will be able to work well, enthusiastically, actively, and can perform better 

than employees who do not have job satisfaction. Employees who do not obtain job satisfaction 

will never achieve psychological satisfaction and ultimately negative attitudes or behavior will 

arise which in turn will lead to frustration. Job satisfaction is an employee's attitude towards 

work which is related to the work situation, cooperation between employees, rewards received 

from work, and matters involving physical and psychological factors. 

Besides the expert opinions mentioned, the development of this research is also supported by 

the results of previous research conducted by: Pane, eand friends  (2022) Marbun, & Jufrizen, 

(2022), Hendry, (2018) Setiawan, and friends. (2022) stated that job satisfaction has a 

significant influence on performance 

CONCLUSION  

Based on the result research described in Chapter IV, the conclusions in this research are : 

1. The test results prove that partially the work culture BerAKHLAK has a significant 

effect on employee performance. 

2. The test results prove that partially work motivation has a significant effect on employee 

performance 

3. The test results prove that partially organizational support has a significant effect on 

employee performance. 

4. The test results prove that partially job satisfaction has a significant effect on employee 

performance. 
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5. The test results prove that simultaneously a work culture BerAKHLAK, work 

motivation, organizational support and job satisfaction has a positive and significant 

effect on employee performance. 

Research Implications 

Based on the research results, it shows that the work culture BerAKHLAK is the variable that 

has the highest influence on the performance of Bondowoso Environmental Service employees. 

Bondowoso Regency DLH employees should strive to improve work ethics which includes 

aspects of a work culture with morals. This can involve holding workshops, seminars or regular 

training to help employees understand and internalize the values of high work ethics. Apart 

from that, you can also integrate moral work culture values into every daily activity in the work 

environment. This can be done through developing a code of conduct, code of ethics, or internal 

policies that support the implementation of these values. 

The organizational support variable has the lowest influence on employee performance. So it is 

a suggestion to the leadership of the Bondowoso Regency Environmental Service to conduct a 

survey or interview to understand the needs and expectations of employees regarding 

organizational support. By understanding more deeply, leaders can identify areas where 

improvements can be made. Improve organizational communication so that information related 

to policies, changes and organizational direction can be conveyed clearly to all employees. 

Good communication can help build trust and understanding regarding the organization's vision 

and goals. Give employees opportunities to participate in decisions that affect their work. 

Empowering employees can increase their sense of ownership and responsibility, which can 

have a positive impact on their performance. 

Suggestion 

The suggestions that can be given based on the research results are: 

1. For future research, it is recommended to consider other factors that influence employee 

performance, such as work discipline, competence and work environment. 

2. Further research can also expand the research orientation to different organizational settings 

or a wider population. 

 

 

 



ABM : International Journal of Administration, Business and Management, Vol. 6 No. 1 Mei 2024 

 
 

30 

REFERENCES 

Adha, R. N., Qomariah, N., & Hafidzi, A. H. (2019). Pengaruh motivasi kerja, lingkungan kerja, 

budaya kerja terhadap kinerja karyawan dinas sosial kabupaten Jember. Jurnal 

Penelitian IPTEKS, 4(1), 47-62.  

Ghozali, I. 2018. Aplikasi Analisis Multivariate Dengan Program IBM SPSS 25. Edisi 

9.Semarang: Badan Penerbit Universitas Diponegoro. 

Hasan, A., Rosa, R., & Almasdi, A. (2023). Pengaruh Budaya Organisasi, Disiplin Kerja, 

Emotional Quetiont Dan Adversity Quetiont Terhadap Kinerja Pegawai Dinas 

Lingkungan Hidup Kota Bukittinggi. Jurnal PROFITA: Akuntansi dan Bisnis, 1(2), 120-

138. 

Hasibuan, Malayu S.P. 2016. Manajemen Sumber Daya Manusia. Edisi. Revisi. Jakarta: 

Penerbit PT Bumi Aksara.  

Hendry, R. S. M. (2018). Pengaruh Fasilitas Kerja Dan Dukungan Organisasi Terhadap 

Kepuasan Kerja Pegawai Pada Dinas Lingkungan Hidup Kabupaten Labuhan Batu 

Utara. INFORMATIKA, 6(1), 82-91.  

Kurniawan DP, M. (2021). Pengaruh Kepuasan Kerja Dan Motivasi Kerja Terhadap Prestasi 

Kerja Karyawan Pada PD. Kopi 666 Semendo Palembang. Media Ekonomi dan 

Kewirausahaan, 1(1), 1-16. 

Lubis, D. K. S., Gultom, A. P. P., Siregar, A. D., & Saputra, E. (2021). Pengaruh Gaya Budaya 

kerja, Motivasi Dan Dukungan organisasi Terhadap Kinerja Pegawai Kantor Camat 

Tanjungbalai Utara. Tijarah: Jurnal Ekonomi dan Bisnis, 1(21). 

Maesofhani, C. I., & Lutfi, L. (2019). Pengaruh Budaya Organisasi dan Motivasi Ekstrinsik 

Terhadap Kinerja Pegawai Dengan Kepuasan Kerja Sebagai Variabel Intervening Pada 

Dinas Lingkungan Hidup Kabupaten Serang. Jurnal Riset Bisnis dan Manajemen 

Tirtayasa, 3(2), 134-151.  

Mangkunegara. A. A. P., 2011. Manajemen Sumber Daya Perusahaan. PT . Remaja. 

Rosdakarya. Bandung. 

Marbun, H. S., & Jufrizen, J. (2022). Peran Mediasi Kepuasan Kerja Pada Pengaruh Dukungan 

Organisasi Dan Lingkungan Kerja Terhadap Kinerja Pegawai Pada Kantor Dinas 

Ketahanan Pangan Dan Peternakan Provinsi Sumatera Utara. Jesya (Jurnal Ekonomi 

Dan Ekonomi Syariah), 5(1), 262-278. 

Mulyanto, M. (2021). Mewujudkan Peningkatan Kinerja Aparatur Sipil Negara Melalui Peran 

Budaya kerja, Kompetensi, Perencanaan Anggaran, Diklat Dan Kepuasan kerja Dengan 

Motivasi Dan Disiplin. Jurnal Stie Semarang (Edisi Elektronik), 13(1), 70-80. 

Nafrizal. 2012. Pemberian Dukungan organisasi Terhadap Kinerja Melalui Kepuasan Kerja 

(Study kasus pada karyawan PT. Asia Pacific Fibers Semarang). Tesis Fakultas Ekonomi 

Universitas Diponegoro Semarang. 

Pane, R. T. D., Sasmita, J., & Maulida, Y. (2022). Pengaruh Motivasi Kerja Dan Lingkungan 

Kerja Terhadap Kinerja Pegawai Melalui Kepuasan Kerja (Studi Pada Dinas 

Lingkungan Hidup Dan Kebersihan Kota Pekanbaru). Eqien-Jurnal Ekonomi dan 

Bisnis, 11(04), 289-297.  

Rivai. V, 2013, Manajemen Sumber Daya Manusia Untuk. Perusahaan, Cetakan. Pertama, 
Raja Grafindo Persada, Jakarta 

Robbins, Stephen P & Judge, Timothy A. 2013. Organizational Behavior Edition. 15. New 

Jersey: Pearson Education. 



ABM : International Journal of Administration, Business and Management, Vol. 6 No. 1 Mei 2024 

 
 

31 

Sandy Martha, M. (2015). Karakteristik Pekerjaan dan Kinerja Dosen Luar Biasa UIN Sunan 

Gunung Djati Bandung: Komitmen Organisasi Sebagai Variabel Moderating. Bandung: 

Universitas Widyautama Bandung. 

Setiawan, S., Kurniawan, P. C., & Pujiati, P. (2022). Kinerja Pegawai Melalui Kepuasan Kerja 

Pada Unit Kebersihan Dan Persampahan Dinas Lingkungan Hidup Kabupaten 

Pemalang. Magisma: Jurnal Ilmiah Ekonomi dan Bisnis, 10(1), 35-44. 

Sinaga, D., & Hutabarat, N. R. Q. (2019). Pengaruh Budaya kerja, Motivasi Dan Kepuasan kerja 

Terhadap Kinerja Pegawai Dinas Pertanian Dan Perikanan Kabupaten Toba Samosir. 

Jurnal Ilmu Manajemen, 7(2), 153-167. 

Sugiyono. 2015. Metode Penelitian Administrasi. Bandung: Alfabeta. 

Sugiyono. 2016. Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung: Penerbit 

Alfabeta. 

Supardi, R., Razak, M., & Rahim, D. R. (2020). Pengaruh Budaya Organisasi, Kompensasi 

Finansial Dan Motivasi Kerja Terhadap Kinerja Pegawai Dinas Lingkungan Hidup 

Kabupaten Pangkajene Dan Kepulauan. Jurnal Magister Manajemen Nobel 

Indonesia, 1(2), 243-254.  

Susilo, R. (2019). Pengaruh Budaya kerja, Motivasi dan Penempatan Kerja terhadap Kinerja 

Pegawai Balai Besar Wilayah Sungai Sumatera VIII Palembang. Jurnal Ilmu 

Manajemen, 7(2), 153-167. 

Sutikno. (2014). Pemimpin dan Kepemimpin: Tips Praktis untuk Menjadi Pemimpin yang 

diidolakan. Lombok; Holistica Lombok 

Tampi, B. J. (2014). Pengaruh Gaya Budaya kerja dan Motivasi terrhadap Kinerja karyawan 

pada PT. Bank Negara Indonesia, tbk (regional sales manado). Acta Diurna 

Komunikasi, 3(4). 

Tarigan, Y., & Rozzyana, R. (2018). Pengaruh Budaya kerja, Motivasi Dan Kepuasan kerja 

Terhadap Kinerja Karyawan. Journal of Applied Managerial Accounting, 2(1), 26-40. 

Thoha. M,.(2012). Prilaku Organisasi Konsep Dasar dan Implikasinya. Jakarta: Rajawali Pers. 

Toding, R. B. (2018). Motivasi Kerja, Budaya kerja dan Budaya Organisasi Pengaruhnya 

Terhadap Kinerja Pegawai Pada Dinas Pendidikan Provinsi Kalimantan Tengah. Jurnal 

EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 6(2). 

Umihastanti, D., & Frianto , A. . (2022). Pengaruh Dukungan Organisasi dan Employee 

Engagement terhadap Kinerja Pegawai Badan Kepegawaian Daerah . Jurnal Ilmu 

Manajemen, 10(1), 219–232.  

Wardhani, A. P., Hasiholan, L. B., & Minarsih, M. M. (2016). Pengaruh Kepuasan kerja, 

Komunikasi dan Budaya kerja Terhadap Kinerja Pegawai (Studi kasus di Dinas 

Kebudayaan dan Pariwisata Kota Semarang). Journal Of Management, 2(2). 

Wibasuri, A. 2011 Analisis Pengaruh Kompensasi Finansial dan Kompensasi Non Finansial 

terhadap Kinerja Dosen di Informatics And Business Institute Darmajaya. 

Wibowo. ( 2007). Manajemen Kinerja. Edisi ketiga. Jakarta: PT.Raja Grafindo Prasada. 

Wulandari, N., & Luturlean, B. S. (2023). Pengaruh Budaya Organisasi dan Sikap Kerja 

Terhadap Kinerja Karyawan Di Dinas Kebudayaan dan Pariwisata Kota Bandung. 

RELASI : JURNAL EKONOMI, 19(1), 120-133. 

https://doi.org/10.31967/relasi.v19i1.666.  

 

 

 

https://doi.org/10.31967/relasi.v19i1.666


ABM : International Journal of Administration, Business and Management, Vol. 6 No. 1 Mei 2024 

 
 

32 

 


