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Abstrak 

 

Penelitian ini bertujuan untuk menganalisis pengaruh budaya organisasi dan 

disiplin kerja terhadap kinerja karyawan pada PT. Ramayana Lestari Sentosa 

Tbk. Penelitian ini menggunakan metode kuantitatif dan untuk menentukan 

sampelnya menggunakan rumus Slovin. Populasi berjumlah 181 sehingga 

terdapat 82 responden karyawan PT. Ramayana Lestari Sentosa Tbk. 

Kemudian dianalisis menggunakan analisis regresi linier berganda dengan 

bantuan software SPSS versi 25. Hasil penelitian menunjukkan bahwa budaya 

organisasi dan disiplin kerja memiliki pengaruh yang signifikan baik secara 

parsial maupun simultan terhadap kinerja karyawan. Uji t menunjukkan 

bahwa budaya organisasi memiliki pengaruh yang signifikan dengan nilai t 

hitung sebesar 9,307 > t tabel 1,664 dan nilai signifikansi sebesar 0,000 < 

0,05. Disiplin kerja juga memiliki pengaruh yang signifikan dengan nilai t 

hitung sebesar 12,547 > t tabel 1,664 dan nilai signifikansi sebesar 0,000 < 

0,05. Secara simultan, budaya organisasi dan disiplin kerja berpengaruh 

terhadap kinerja karyawan dengan nilai F hitung sebesar 96,962 dan 

signifikansi sebesar 0,000 yang lebih kecil dari 0,05. Koefisien determinasi 

(R2) sebesar 0,711 menunjukkan bahwa 71,1% variasi kinerja karyawan 

dapat dijelaskan oleh budaya organisasi dan disiplin kerja. 

 

Kata Kunci: Budaya Organisasi, Disiplin Kerja dan Kinerja Karyawan 

 
 

Abstract 

 

This research aims to analyze the influence of organizational culture and work discipline on employee 

performance at PT. Ramayana Lestari Sentosa Tbk. This research used a quantitative method and to 

determine the sampling using the Slovin formula. The population is 181 so there are 82 respondents among 

PT employees. Ramayana Lestari Sentosa Tbk. Then it was analyzed using multiple linear regression 

analysis with the help of SPSS version 25 software. The research results showed that organizational culture 

and work discipline had a significant influence, both partially and simultaneously, on employee 

performance. The t- test shows that organizational culture has a significant influence with a t- value of 9.307 

> t-table 1.664 and a significance value of 0.000 < 0.05. Work discipline also has a significant influence 

with a t-value of 12.547 > t-table 1.664 and a significance value of 0.000 < 0.05. Simultaneously, 

organizational culture and work discipline influence employee performance with a  F-count of 96.962 and 
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a significance of 0.000, which is smaller than 0.05. The coefficient of determination (R2) of 0.711 indicates 

that 71.1% of the variation in employee performance can be explained by organizational culture and work 

discipline. 

 

Keywords: Organizational Culture, Work Discipline and Employee Performance 

 

INTRODUCTION 

In today's era of globalization, employee performance is an important factor that can affect 

the success of an organization.  The achievement of organizational goals is highly dependent on 

employees who can carry out their duties and responsibilities under company standards. Therefore, 

an understanding of employee performance is needed to increase efficiency and effectiveness in 

carrying out a job. 

Employee performance according to Kasmir (2019:182) is the result of work and actions 

achieved by fulfilling the tasks and responsibilities given within a certain period. While according 

to Afandi (2021:83-84) Performance is the willingness of a person or group of people to carry out 

or improve activities by their responsibilities with expected results. 

The concept of performance stands for work energy kinetics. Performance is the output 

produced by the functions or indicators of a job or a profession in a company. Based on the 

observations on the field at PT Ramayana Lestari Sentosa Tbk., employee performance has 

declined triggered by several things. Here are the data that obtained by the author regarding the 

performance of employees of PT Ramayana Lestari Sentosa Tbk 
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The table of Key Performant Indicators above shows that in 2021 some of the aspects of 

employee performance assessment decreased, this is since in that year the company experienced 

problems in the technical aspects of the assessment which include effectiveness and work 

efficiency, timeliness in completing tasks, and the ability to achieve the company's standard targets.  

Work efficiency, timeliness of task completion, and the ability to achieve targets, the main problem 

is the lack of coordination and a clear understanding of work objectives. Employees often do not 

achieve the expected targets due to unclear roles and responsibilities, as well as operational 

obstacles that slow down the work process. 

In addition, inefficiencies in the use of resources and time can result in decreased 

productivity, as well as lacked of time management skills leading to delays in completing tasks.   

In the end, this can have an impact on the performance of the team and the company as a whole 

where employee performance needs to be improved again. The problem of discipline in employee 

performance often arises due to a lack of understanding and consistent application of rules, both 

by the employees themselves and by management. Late attendance, violation of working hours, 

and not complying with established procedures can disrupt operational flow and reduce team 

productivity. This lack of discipline is often caused by a lack of supervision, a lack of strict 

sanctions from the company, or low work motivation. If this continues , it’ll affect not only 

individual performance but also the work culture and overall company results. 
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From the results of the pre-survey data obtained in Table 1.3, it can be said that the indicator 

of ‟self-awareness‟ respondents who answered disagreed with as many as 22 respondents, and 

those who answered agreed with as many as 10 respondents, this can be concluded that there is 

lack of self-awareness and lack of sense responsibility of the employees for their job and the 

researcher also found in the field that many employees sometimes exceed their break hours. In 

addition, some of the employees do not understand the company rules.  

In the indicator of "aggressiveness", those who answered disagreed were 21 respondents 

while those who answered agreed were 11 respondents. In the aggressiveness indicator, the 

researcher found that several employees when a problem occurred at work, usually waited for 

direction from the boss without trying to find a solution by themselves.   For example, if there is a 

customer complaint such as a missed communication, the employee usually waits or asks the boss 

without trying to provide a solution to the customer. In addition, some employees are less 

aggressive (enthusiastic) whenever they are given a new task from their superiors. 

For the "personality" indicator, there are 23 respondents who respond disagree and 10 

respondents who respond agree.  This indicates that in the personality indicators, there are still 

some employees whose ethics of work are still considered lacking such as being less friendly, and 

grumpy when dealing with clients or customers. They are also unwilling to accept any advice or 

suggestions from superiors and colleagues.  From the "Team Orientation" indicator, 25 respondents 

who answered agreed, and 7 respondents who answered disagreed because there are many 

employees who are camped or grouped and do not blend in with other employees outside the group.  

In addition, the researcher also found that there are some of the employees who prefer to work 

alone rather than working in a group.  

From the "performance" indicator, 13 respondents respond to agree and 12 respondents 

respond to disagree. The lack of employee performance can be seen in many of the employees who 

like to postpone work so that many jobs are abandoned. Ineffectively working hours can be seen 

from many of employee were chatting, smoking, and other in their working hours .  

 
Based on the employee attendance data of PT Ramayana Lestari Sentosa Tbk in the 2021-

2023 period, it can be concluded that there are fluctuations in employee attendance 

Meanwhile, in 2023 there was a lack of discipline at work, resulting in 62 employees coming 

late that year.  This can be interpreted that the level of discipline of PT Ramayana Lestari Sentosa 

employees is still in the category of lack of discipline and the level of employee compliance with 

company regulations that have not reached company standards.  
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Based on the attendance table above, it is understood that the level of employee absenteeism 

fluctuates and this indicates a decrease in employee discipline. The declining employee discipline 

can be seen from the indicators of goals and abilities where there is an imbalance between the 

position given and the equivalent of education. 

This causes the employee's lack of ability to do the tasks given by the boss because the 

educational background received is different from the work he does. In addition, there is no career 

development as a reference for employees in achieving work goals, so that employees feel less 

confident in their abilities. 

 

RESEARCH METHODS 

1. Data Analysis Techniques 

a. Validity Test  

According to Sugiyono (2017:267) "The validity test is the degree of accuracy between 

the data that occurs in the research object and can be reported by the researcher". 

 

b. Reliability Test  

The reliability test is measuring instruments that have a consistency when measurements 

made with measuring instruments are carried out repeatedly $ 

 
c. Classical Assumption Test 

1) Normality Test 

According to Sugiyono (2019:76), the normality test aims to test whether the 

regression model of the bound variable and the independent variable has a normal 

distribution or not. 
2) Multicollinearity Test 

According to Santoso, (2019:195) This Multicollinearity Test is a test to find out if 

there is a correlation between independent variables in the regression model 

3) Autocorrelations Test 

According to Ghozali (2016:107) "Autocorrelation arises because of sequential 

observations throughout time related to each other". 
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4) HeteroscedasticityTest 

The Heteroscedasticity test aims to test whether in the regression model, there is an 

inequality of variance from the residual of one observation to another, if the variance 

from the residual of one observation to another observation remains then it is called 

homoscedasticity 

 

d. Linear Regression Test 
Multiple regression analysis is used to predict how the state (ups and downs) of dependent 

variables , when two or more independent variables as predictors are manipulated (up and 

down in value). 

 

e. Correlation Coefficient Analysis  
Correlation coefficient analysis is intended to determine the level of relationship between 

independent variables and dependent variables both partially and simultaneously. 
 

f. Determination Coefficient Test (R2) 
According to Andi Supangat (2018:350), "The Coefficient of Determination indicates the 

magnitude of the level of strength of the relationship between two or more variables in the 

form of percentages, showing how much the percentage of variables (X) can contribute to 

the variable (Y)". 

 

g. Hipotesis Test 
According to Sugiyono (2017:64) a hypothesis is a provisional answer to the formulation 

of the research problem, where the formulation of the research problem has been stated in 

the form of a question sentence. It is said that temporarily, because the answers given are 

only based on relevant theories, they are not yet based on empirical facts obtained through 

data collection. Hypothesis tests can also be stated as a theoretical answer to the 

formulation of the research problem, not yet an empirical answer. The hypothesis that will 

be used in this study is related to the existence or absence of the influence of independent 

variables on bound variables. The null hypothesis (H0) has no significant influence and 

the alternative hypothesis (Ha) shows an influence between the independent variable and 

the bound variable 
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RESULTS AND DISCUSSION 

1. Instrument Test 

a. Validity Test 

 
Based on the presentation in table 4.10, it can be seen that the variable X1 (Organizational 

Culture) is r-count > r-table, therefore the data can be said to be valid so that the 

questionnaire is suitable to be used as research data 
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Based on the presentation of table 4.11 contained in the variable X2 (Work Discipline), it 

can be seen that r-count > r-table, therefore the data can be said to be valid so that the 

questionnaire is suitable to be used as research data 

 

 
 

Based on the presentation of Table 4.12 above, it can be seen that the variable Y (Employee 

Performance) is r-count > r-table, therefore the data can be said to be valid so that the 

questionnaire is suitable to be used as research data 

 

b. Reliability Test Results 

Based on the results of Figure 4.2 below, the results of the reliability test state that all 

Organization Culture variables have a Cronbach alpha above 0.6, which is 0.633, so it can 

be said that all the measuring concepts of each of the questionnaire variables used are reliable 
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Based on the results of Figure 4.3 above, the results of the reliability test state that all Work 

Discipline variables have a Cronbach alpha above 0.6, which is 0.690, so it can be said that 

all measuring concepts of each of the questionnaire variables used are reliable 

 
Based on the results of Figure 4.4 above, the results of the reliability test state that all 

Employee Performance variables have a Cronbach alpha above 0.6, which is 0.709, so it can 

be said that all measuring concepts of each of the questionnaire variables used are reliable 
 

2. Classical Assumption Test 

a. Normality Test 

From Figure 4.5 below, we can conclude that the significant value is at a value of 0.79, 

which means that the value > 0.05. The significant value produced proves that the data 

on the variables of Organizational Culture (X1), Work Discipline (X2) and Employee 

Performance (Y) have a normal distribution 
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The normality test aims to test whether the residual values in the regression model are 

normally distributed or not. So the following is the calculation of the data on the results 

of the normality test carried out in the SPSS program: 

 
The calculations carried out were proven to be tested again with  Kolmogorov Smirnov  

(KS).  The test is carried out to ensure a good final result and the right final result  

 

b. Multicollinearity Test 

To test the existence of multicollinearity problems in the regression model, a 

multicollinearity test was carried out using the Variance Inflation Factor (VIF).   The test 

results showed that the VIF value for all independent variables in the model was below the 

set limit, namely the VIF value of < 10 in the test results obtained a VIF value of 1.921 

which indicates that there is no significant multicollinearity, and a Tolerance value of 0.521 
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where the value > 0.1.  Therefore, it can be concluded that this regression model does not 

experience multilinearithm 

 
Based on the results of data processing in table 4.13 above, it can be seen that Variance 

Inflation Factor has  a Tolerance value  of 0.584 and  a work discipline Tolerance value  of 

0.711, where the two variable values are smaller than < 0.1, and the VIF value of the 

Organization Culture variable has a value of 0,736 and a work discipline VIF value of 

0,328 Therefore, it can be concluded that the values of the two variables are less than < 10, 

so the data in this study does not occur multicollinearity 

 

c. Autocorrelation Test 

 
Based on table 4.15 of the output results of the autocorrelation test above, a DW value of 

1,814 was obtained. It can be concluded that the DW value of 1.590 is located at 1.55 and 

2.46 means that no autocorrelation occurs. 

 

d. HeteroscedasticityTest 

Based on table 4.16 of the output results of the glacier test above, it can be seen that the 

significant value obtained exceeds > 0.05, which is 0.144 in the Organizational Culture 

variable (X1) and 0.158 in the Work Discipline variable (X2), which proves that the data 

produced does not cause heteroscedasticity.  Thus, the results are said to have a good 

regression model (homoscedasticity). 
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While from Figure 4.7 the same result is also shown in a Scatterplot output above, it can 

be seen that the dots are spread randomly and scattered both above and below the number 

0.  It can be concluded that there is no heteroscedasticity in this regression model. 

 

3. Linear Regression Assumption Test  
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Based on table 4.17 of the regression calculation results in the table above, the regression 

equation Y = 0.706 + 0.952X1 can be obtained. From the above equation, it can be concluded 

as follows: 

a. A constant value of 0.706 means that if the Organizational Culture variable (X1) does not 

change, there is an Employee Performance value (Y) of 0.706. 

b. The value of the regression coefficient of Organizational Culture (X1) of 0.952 is a positive 

value, which means that if it is constant and there is no change in the data of the 

Organizational Culture variable (X1), then every change of 1 unit in the Organizational 

Culture variable (X1) will result in a decrease in Employee Performance (Y) of 0.952. 

 

4. Correlation Coefficient Analysis (r). 

  
Based on Table 4.18, the results of the acquisition can be obtained a simple linear regression 

equation Y = 1.170 + 0.651X2. Where X2 = Work Discipline, Y = Employee Performance. 

If the value X = 0 will be obtained Y = 1.170. This means that the value (a) or constant of 

1.170 shows that when the Work Discipline (X2) is valued at 0 or does not increase, the 

Employee Performance (Y) will still be valued at 1,170 The regression coefficient of the value 

(b) is 0.651 (positive), which shows a unidirectional influence, meaning that if the Work 

Discipline is increased by 1 unit, it will increase the Employee Performance (Y) by 0.651 

 
Based on table 4.19 above, a multiple regression equation is obtained, namely Y = 10.291 + 

0.736 X1 + 0.328 X2 + e. The regression equation has the following meanings: 
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a. b = 10.291 concludes that if the Organizational Culture (X1) and Work Discipline (X2) 

remain (unchanged) then the consistency value of Employee Performance (Y) is 10.291 

b. b1 = 0.736 concludes that if the Organizational Culture (X1) increases, then Employee 

Performance (Y) will increase by 0.736 assuming there is no (constant) addition to the 

Work Discipline value (X2). 

c. b2 = 0.328 concludes that if Work Discipline (X2) increases, then Employee Performance 

(Y) will increase by 0.328 assuming there is no (constant) addition to the value of 

Organizational Culture (X1). 

 

4. Correlation Coefficient (R) 

 
Based on Table 4.21 of the results of the partial correlation coefficient test in the table above, a 

coefficient value of 0.851 was obtained where the value was in the interval of 0.800 – 0.1000 

which means that the variable has a very strong level of correlation  
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Based on table 4.22 of the results of the partial correlation coefficient test in the table above, a 

coefficient value of 0.851 was obtained where the value was in the interval of 0.800 – 1.000 

which means that the variable has a strong correlation level  

 
Based on table 4.23 of the results of the simultaneous correlation coefficient test in the table 

above, it can be seen that the value of the correlation coefficient (R) is 0.904 . This indicates that 

the magnitude of Employee Performance Influence (Y) of 0.904 which is influenced by 

Organizational Culture (X1) and Work Discipline (X2) with an interval value of 0.8000 – 0.1000 

is a positive relationship, namely a Very Strong Relationship Level 

 

5. Determination Coefficient Analysis  

 
Based on Table 4.24, the results of the determination calculation can be seen that the 

determination coefficient R2 obtained is 0.817 (81.7%). This means that 81.7% of the variation 

in the Employee Performance variable can be explained by the variables of Organizational 

Culture and Work Discipline, while the remaining 18.3% is explained by other variables that 

were not proposed in this study, such as leadership style, work motivation, physical work 

environment, and others 

 

6. Hipotesis Test (t-test) 

Based on table 4.25 of hypothesis testing below, there is a positive and significant influence of 

Organizational Culture on Employee Performance. Based on the table that t-count 12,885 > t-

table 1,998 or a significant 0.000 < 0.05 thus Ha is accepted and Ho is rejected, so there is a 

partial positive and significant impact of Organizational Culture on Employee Performance 
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Based on Table 4.26 of hypothesis 2 testing, there is a positive and significant influence of 

Work Discipline on Employee Performance.  Based on the table that t-count 8,082 > t-table 

1,998 or significant 0.000 < 0.05 thus Ha is accepted and Ho is rejected, so that there is a 

partial positive and significant impact on Employee Performance 

 
Based on Table 4.27, the test of the influence of independent variables together on the bound 

variable is carried out using the F test. The results of statistical calculations show that the result 

or value of F- calculated 138.181 > F-table 3.155 by using the significance limit of 0.05, then 

the value of a significance is obtained 0.000 < 0.05.  This means that the hypothesis that states 
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that simultaneity in a variable of Organizational Culture, Work Discipline, influences 

Employee Performance 

 
CONCLUSION 

The conclusions obtained by the researcher in conducting research on PT.  Ramayana Lestari 

Sentosa Tbk (CIPLAZ) Margonda Depok which was then summarized into several points, the following 

are the conclusions obtained by the researcher: 
1. The partial influence of organizational culture on employee performance at PT Ramayana 

Lestari Sentosa Tbk (CIPLAZ) Margonda Depok shows that the results of testing the partial 

correlation coefficient in the table above, obtained a coefficient value of 0.851 where the value 

is in the interval of 0.800 – 0.1000 which means that the variable has a very strong correlation 

level. The statistical results of the t-test have a positive and significant impact on organizational 

culture on employee performance. Based on the table that t-count 12,885 > t-table 1,998 or a 

significant 0.000 < 0.05 thus Ha is accepted and Ho is rejected, so that the organizational culture 

is partial and significant to employee performance. 

2. The partial influence of work discipline on employee performance at PT Ramayana Lestari Sentosa 

Tbk (CIPLAZ) Margonda Depok shows that the results of  testing the partial correlation coefficient 

in the table above, obtained a coefficient value of 0.713 where the value is in the interval of 

0.600 – 0.799 which means that the variable has a strong correlation level. The statistical results of 

the t-test have a positive and significant impact of organizational culture on employee performance.  Based on 

the table that t-count 8,082 > t-table 1,998 or significant 0.000 < 0.05 thus Ha is accepted and Ho 

is rejected, so the organizational culture is partial and significant to employee performance  
3. The simultaneous influence of organizational culture and work discipline on employee 

performance at PT Ramayana Lestari Sentosa Tbk (CIPLAZ) Margonda Depok shows the 

results of the simultaneous correlation coefficient test in the table above, it can be seen that the 

value of the correlation coefficient (R) is 0.904 or 90.4%. This indicates that the magnitude of 

the Employee Performance Influence (Y) of 90.4% which is influenced by Organizational 

Culture (X1) and Work Discipline (X2) with an interval value of 0.8000 – 0.1000 is a positive 

relationship, namely the level of Very Strong relationship. The statistical results of the t-test 

have a positive and significant impact on organizational culture on employee performance. 

Based on the table that t-count 8,082 > t-table 1,998 or significantly 0.000 < 0.05 thus Ha is 

accepted and Ho is rejected, so that the organizational culture is partial and significant to 

employee performance. 
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