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ABSTRACT : 

 

This study aims: 1) analyze the effect of organizational culture on employee performance on BPKK Bekasi 2) analy ze the 

influence of work stress on employee performance on BPKK Bekasi. 3) analyze the influence of organization al culture on 

job satisfaction on BPKK Bekasi 4) analyze the effect of work stress on job satisfaction on BPKK Bekasi. 5) analyze the 

effect of job satisfaction on employee performance on BPKK Bekasi. 6) analyze the influence of organizational cult ure on 

employee performance through job satisfaction on BPKK Bekasi. 7) analyze the effect of work stress on em ployee 

performance through job satisfaction on BPKK Bekasi. This research used quantitative approach. This resea rch used 

descriptive method. The population in this study is 50 employees. In this research, the sa mpling technique used is 

nonprobability sampling with the technique taken that is saturated sampl ing (census), taken a sample of 50 employees at 

Bekasi employment opportunity expansion Hall a s respondents in this study. The design of analysis and hypothesis test 

using path analysis (Path Analysis) processed using SPSS. The results of this study: 1) there is a significant influence  of 

organizational culture on employee performance on BPKK Bekasi. 2) there is a significant influence of Job stress on 

employee performance on BPKK Bekasi.3) there is a significant effect of organizational culture on job satisfaction on BPKK 

Bekasi. 4) There is a significant influence of job stress on job satisfaction BPKK Bekasi. 5) there is no significant effect of 

job satisfaction on employee performance on BPKK Bekasi. 6) There is a significant influence of organizational culture on 

employee performance through job satisfaction on BPKK Bekasi. 7) There is a significant effect of job stress on employee 

performance through job satisfaction on BPKK Bekasi. 

 

Key word : Organizational culture, job stress, job satisfaction, employee performance 

INTRODUCTION 

The Ministry of Manpower in the period 2019 to 2024 under the leadership of the 
Minister Dr. Hj. Ida Fauziah, M.Si has a focus on answering the challenges of Manpower, the 
tough situation and challenges encourage the Ministry of Manpower to take big steps in order 
to offer systemic and comprehensive solutions. related to these conditions the Ministry of 
Manpower formulated 9 (Nine) Leaps as a breakthrough that marked the launch of new 
policies in various main dimensions of the Manpower sector which were considered urgent to 
improve. 

Of the 9 (Nine) Leaps of the Ministry of Manpower, Leap 3 is the Transformation of 
the Employment Opportunity Expansion Program where the policy direction of this Leap 3 is 
to strengthen a more effective and sustainable employment opportunity expansion program to 
empower independent workers who are able to increase employment.  

To support the implementation of the Ministry of Manpower's 9 (Nine) Leaps, 
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especially leap 3, the Center for Expansion of Employment Opportunities was formed, which 
based on Permenaker Number 1 of 2022 has the following tasks: 1. Creation of Beginner 
Independent Workers, 2. Increasing the Network for Expanding Employment Opportunities.  

Of course, in achieving the transformation of the Employment Opportunity Expansion 
Program which is a program of the Ministry of Manpower, human resources are needed to be 
able to answer these challenges. Through the Bekasi Job Opportunities Expansion Center 
(BPKK) is a form of commitment from the Ministry of Manpower to be able to provide the 
best service for the community. It is hoped that with the existence of the Center for the 
Expansion of Employment Opportunities, the community can more easily obtain information 
about the Employment Opportunities expansion program. The achievements produced by the 
Balai are the achievements of organizational performance, so that good organizational 
performance goes hand in hand with the performance of its human resources.  

One indicator of quality human resources can be seen from employee performance 
which is shown from effective, efficient, productive work behavior, and has high integrity. 
The description of performance itself involves three important components, namely goals, 
measures, and performance appraisals. Determining the objectives of each organizational unit, 
be it government or private, is a strategy for improving performance. This goal will provide 
direction and influence how employee work behavior should be expected by the organization 
for each employee. However, determining goals is not enough, because it requires a measure 
of whether an employee has achieved the expected performance (Jauhariah, 2014).  

The average performance of BPKK employees in 2022-2023 has decreased and has 
not yet reached the target set by the institution. The average value of employee performance 
realization showed a decrease from 2022-2023, which was 87.2% in 2022, and 85.2% in 
2023. To improve employee performance, factors that can affect performance are taken into 
consideration. One of the factors that can affect performance, namely organizational culture, 
job stress, job satisfaction. 

The organizational culture applied by the Employment Opportunities Expansion 
Center (BPKK) is 5S (Seiri, Seiton, Seiso, Seiketsu and Shitsuke) and morning apples. 
According to Risma in Reza & Hamdi, (2019) 5S organizational culture, namely, Seiri which 
means sisih or concise, namely sorting items into two groups, namely items that are needed 
and those that are not needed. Seiton which means neatly arranged, namely categorizing items 
according to type and function so that they are easy to find in important circumstances. Seiso 
which means sasap or resik, which is a regular inspection of the cleaning of goods in the 
workplace. Seiketsu which means sosoh or care, namely taking care of seiri, seiton and seiso 
repeatedly. Shitsuke which means suluh or diligent, which is instilling good and correct 
abilities as a habit. 

In addition to the 5S organizational culture, BPKK Bekasi also implements a morning 
apple organizational culture. Morning apples are held every Monday starting at 07.30 WIB 
until 08.00 WIB morning, but there are still employees who are late and even do not attend 
the morning apples. the following is the attendance table  

The percentage of morning roll call attendance in June was 90%, then the percentage 
of absentees was 10%. In July the percentage of attendance was 94% and the percentage of 
absentees was 6%. In August the percentage of attendance was 96%, then the percentage of 
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absentees was 4%. This shows that the total percentage of attendance of the morning apple 
organizational culture is increasing, but still needs to be further improved.  

 
 

Literature Review 

Performance is a result or achievement shown by an employee in carrying out his 

duties and responsibilities in the work environment. Performance is an achievement 

obtained from the results of work by an employee or group of employees in an 

organization in accordance with authority and responsibility as an effort to achieve 

organizational goals in accordance with applicable morals and ethics (Irawan et al, 2023). 

Performance is the result of a person's performance in carrying out their duties and 

responsibilities with several indicators such as the implementation of routine tasks, 

having the ability to carry out a job, effectiveness and efficiency in work, and being able 

to produce quality performance (Faisal et al, 2023). Employee performance is a result 

that has previously been determined in accordance with the target to improve and 

advance a company (Bolung et al., 2023). 

Employee performance has a close relationship with Human Resources because it 

is included in the indicators to determine how an effort is achieved to increase high 

productivity in an organization (Wahyudi and Tupti, 2019). Performance can be 

interpreted as a combination of ability, effort, and opportunity that can be assessed based 

on work results during a certain period (Rahmawati and Tanjung, 2020). Employee 

performance is an achievement or result achieved by a person both in terms of quality 

and quantity in a certain period (Lathiifa and Chaerudin, 2022).  Employee performance 

is defined as a driver or force that is very important for each individual to be able to 

direct the development and progress of an organization (Purba et al, 2023). 

From the various opinions of the experts above, it can be concluded that employee 

performance is a result of the work achieved by each individual to achieve organizational 

goals. Employee performance is also related to an activity or work behavior of a person 

in accordance with the provisions in the organization. In addition, employee performance 

is a benchmark factor for an organization to assess and evaluate employees in carrying 

out their duties and responsibilities. Thus, employee performance greatly affects the 

quality and quantity of the organization in order to achieve the predetermined targets. 

According to Fahmi in Oktavia, et al (2023: 996) Organizational Culture is a habit 

that has been going on for a long time and is used and determined in work activities as 

one of the drivers to support the quality of work of employees and company managers.  

Meanwhile, according to Robbins in Marlius, et al (2023: 368), the way of life and 

lifestyle of an organization which is a reflection of the values or beliefs that have been 

adopted by members of the organization. Where organizational culture becomes a 

guideline for all employees in behaving and working.  
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Organizational culture is an opportunity to build human resources through aspects 

of changing attitudes and behaviors that are expected to adapt to ongoing and future 

challenges. 

Organizational culture is an invisible social force, which can move people in an 

organization to carry out work activities. Indirectly everyone in the organization 

understands the culture that prevails in the organization. Especially if he is a new 

employee, in order to be accepted in the work environment, he tries to learn what is 

prohibited and allowed and what is good and bad. So, organizational culture is socialized 

to organizational members or to employees. A strong organizational culture can support 

company goals, otherwise a weak organizational culture will hinder the company. In 

companies with a strong organizational culture, shared values are deeply understood, 

shared, and championed by most members of the organization. 

According to Bhastary (2020), stress is a pressure or a feeling that presses on 

employees due to the demands and inability of an employee to do his job. Meanwhile, 

according to Maharani and Budianto (2019) work stress is the tension or emotional 

pressure experienced by someone who is facing enormous demands, work obstacles and 

has the opportunity to affect a person's emotions, thoughts and physical condition. 

Stress in the workplace according to Mangkunegara (2020) is the tension that 

employees experience when they try to manage their workload. Stress is characterized as 

an emotional and psychological reaction that occurs at a goal where individuals face 

insurmountable difficulties. Job stress, on the other hand, defined by Cooper & 

Cartwright (2021) defines job stress as a condition in which employees fulfill tasks that 

exceed one's abilities and the resources required when carrying out tasks, in situations 

where there is a large difference between rewards and demands to fulfill tasks. Job stress 

will occur if there is a gap between an individual's abilities and the demands of their job. 

In the short term, unaddressed job stress can lead to feelings of pressure, unmotivation, 

and frustration that result in suboptimal employee performance. In the long term, 

employees who are unable to handle job stress will find it difficult and can reduce their 

work performance or the company itself. 

Based on the theoretical exposure above, work stress is a condition of employees 

who experience an imbalance between the physical and psychological of an employee 

caused by job demands that are not in accordance with their abilities. 

Job satisfaction is an employee's attitude towards work related to work situations, 

cooperation between employees, rewards received at work, and matters concerning 

physical and psychological factors Edy Sutrisno (2019: 74).  

Handoko (2020: 193) defines job satisfaction as an employee's income that is 

pleasant or not about his job, the feeling is seen from the employee's good behavior 

towards work and all things experienced in the work environment.  

So it can be concluded that the definition of job satisfaction is a positive attitude of 
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the workforce including feelings and behavior towards their work through an assessment 

of one of the jobs as a sense of appreciation in achieving one of the important values of 

work. 

METHOD 

The population in this study were employees of BPKK (Center for Expansion of Employment 

Opportunities) Bekasi, totaling 50 people. In connection with the population in this study is small or 

less than 100 people, this study uses a Nonprobability Sampling technique, namely a sampling 

technique that does not provide equal opportunities or opportunities for each element of the 

population to be selected as a sample where the population is equal to the sample size or called 

saturated sampling, namely a sampling technique if all members of the population are used as 

samples. 

The validity test in this study used the SPSS program. The validity of a question item can be 

seen in the SPSS output results in the table with the Item-Total Statistic title. Assessing the validity of 

each question item can be seen from the Corrected item-Total Correlation value of each question item. 

A question item is said to be valid if the r-count value which is the value of the Corrected item-Total 

Correlation> 0.30 (Priyatno, 2009). 

 

 

 

RESULTS AND DISCUSSION 

In path analysis before the researcher analyzes a study, the researcher first makes a path 

diagram which is used to present the problem in the form of a picture and determine the 

structural equation that states the relationship between variables in the path diagram. 

The first step in path analysis is to design a path diagram according to the hypothesis 

developed in the study. Based on the research title, the path analysis model in this study can be 

described as follows: 
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First sub-structural path equation: 

Y = 𝜌𝑌𝑋1 𝑋1 Ꜫ1Y + 2 ρZY 𝑋2+ Ԑ1 
Second sub structural path equation: 

Z = 𝜌𝑍𝑋1 𝑋1 + 𝜌𝑍𝑋2 𝑋2+ 𝜌𝑍𝑍 𝑌𝑌 + Ԑ2 
Description: 

𝑋1 = Organizational Culture 
X2 = Job stress 

Y = Job Satisfaction 
Z = Employee Performance 

𝑟𝑥1𝑥2 = Correlation Coefficient of organizational culture with job stress 
𝑟𝑥1𝑦 = Correlation coefficient of organizational culture with job satisfaction 

𝜌 𝑌𝑋1 X1 = Path coefficient of organizational culture on job satisfaction 
𝜌 𝑌𝑋2 X2 = Path coefficient of job stress on job satisfaction 

𝑟𝑥2𝑦 = Correlation coefficient of job stress with job satisfaction 
Ԑ1 = Other factors that affect job satisfaction disclosure 

𝜌 𝑍𝑋1 𝑋1 = Path coefficient of organizational culture on performance 
𝜌 𝑍𝑋2 𝑋2 = Path coefficient of work stress on performance 

𝜌 𝑍y Y = Path coefficient of job satisfaction on performance 
Ԑ2 = Other factors that affect performance disclosure 

 
To obtain the path coefficient value of each Independent variable, first calculate the 

correlation between variables using the Pearson Product Moment correlation formula as follows:  

 
 

 
 

 

Empirical Causal Influence Framework Between Structural Paths One and Two 

The path diagram of the empirical causal influence of Organizational Culture, Job Stress, on 
Employee Performance through Job Satisfaction is as follows: 
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a. Direct Effect (DE) 
To calculate the direct effect or DE, the following formula is used:  

- Effect of Organizational Culture Variables on Job Satisfaction 
X1 → X3 = 0.602 

- Effect of Job Stress Variables on Job Satisfaction 
X2 → X3 = 0.302 

- Effect of Organizational Culture on Employee Performance 
X1 → Y = 0.395 

- Effect of Job Stress on Employee Performance 
X2 → Y = 0.445 

- Effect of Job Satisfaction on Employee Performance 
X3 → Y = 0.113 

 
b. Indirect Effect (IE) 

To calculate the indirect effect or IE, the following formula is used: 
- The effect of Organizational Culture variables on Employee Performance through Job Satisfaction  

X1 → X3 → Y = (0.602 x 0.113) = 0.0680 
- Effect of Work Stress variable on Performance through Job Satisfaction 

X2 → X3 → Y = (0.302 x 0.113) = 0.0341 
 

c. Total Effect 
- The effect of Organizational Culture variables on Employee Performance through Job Satisfaction  

X1 → X3 → Y = (0.602 + 0.113) = 0.715 
- The effect of Work Stress variables on Employee Performance through Job Satisfaction 

X2 → X3 → Y = (0.302 + 0.113) = 0.415 
The structural equations for the equation model are: 

1.) Sub-structure equation 1: X3 = 0.602X1 + 0.302X2 + 0.268ε1 
2.) Sub-structure equation 2: Y = 0.395X1 + 0.445X2 + 0.213ε2  

 
The effect of Organizational Culture on Employee Performance has a probability value of 

0.005, with reference to the rules for testing the significance of the probability value of 0.005 <0.05, 
so that H0 is rejected and H1 is accepted, meaning that there is a significant influence between 
Organizational Culture on the Performance of BPKK Bekasi Employees with the magnitude of the 
influence of Organizational Culture on Employee Performance based on the beta value on the 

Standardized Cooeficient of 39.5%, the remaining 60.5% is influenced by other variables.  

A strong organizational culture with the application of the 5S culture (seiri, seiton, seiso, 
seiketsu, and shitsuke) within the Bekasi Job Opportunities Expansion Center and the encouragement 

of the leadership to carry out morning apples so that it becomes a positive culture at the Bekasi Job 
Opportunities Expansion Center, triggers employees to be disciplined and think creatively and create 
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innovative ideas in carrying out work, and with encouragement from the leadership to always innovate 

will influence employees to improve performance on an ongoing basis.  

The effect of Job Stress on Employee Performance has a probability value of 0.000 with 
reference to the rules for testing the significance of the probability value of 0.000 <0.05, so that H0 is 

rejected and H1 is accepted, meaning that Job Stress has a significant effect on the Performance of 
BPKK Bekasi Employees with the magnitude of the effect of Job Stress on Employee Performance 
based on the beta value on the Standardized Cooeficient of 44.5%, the remaining 55.5% is influenced 
by other variables.  

Increased job stress can be caused by job insecurity and poor working conditions. When 
employees feel insecure in their jobs, they tend to experience anxiety and uncertainty about the future 
of their careers and with poor working conditions such as an uncomfortable work environment, 

inadequate facilities, and untidy room arrangements also cause increased employee work stress, this 
affects employee performance. Organizations should prioritize improving job insecurity and working 
conditions such as implementing 5S to reduce work stress so that employee performance can be 
achieved to support organizational performance. 

  
The effect of Organizational Culture on Job Satisfaction has a probability value of 0.000, with 

reference to the rules for testing the significance of the probability value of 0.000 <0.05, so that H0 is 
rejected and H1 is accepted, meaning that there is a significant influence between Organizational 
Culture on Job Satisfaction of BPKK Bekasi employees with the magnitude of the influence of 
Organizational Culture on Job Satisfaction based on the beta value on the Standardized Cooeficient of 

60.2%, the remaining 39.8% is influenced by other variables. Organizational culture is a factor that 
needs to be considered in achieving Employee Job Satisfaction. A positive organizational culture with 
the application of 5S (seiri, seiton, seiso, seiketsu, and shitsuke) creates a clean, tidy, and conducive 
work environment that can increase employee work comfort so that job satisfaction will be created for 

employees. 

The effect of Job Stress on Job Satisfaction has a probability value of 0.013, with reference to 
the rules for testing the significance of the probability value of 0.013 <0.05, so that H0 is rejected and 

H1 is accepted, meaning that there is a significant relationship between Job Stress and Job Satisfaction 
of BPKK Bekasi employees with the magnitude of the effect of Job Stress on Job Satisfaction based 
on the beta value on the Standardized Cooeficient of 30.2%, the remaining 69.8% is influenced by 
other variables.  High job stress, such as excessive workload, conflict, and uncertainty, can reduce job 

satisfaction. When employees feel comfortable and supported in the work environment, they tend to 
be more productive, loyal and have higher job satisfaction. Therefore, organizations should prioritize 
reducing job stress to increase employee job satisfaction. 

The effect of Job Satisfaction on Employee Performance has a probability value of 0.393 with 
reference to the rules for testing the significance of the probability value of 0.393 <0.05, so that H0 is 
accepted and H1 is rejected, meaning that there is no significant effect between Job Satisfaction and 
Employee Performance of BPKK Bekasi with the amount of insignificant influence between Job 

Satisfaction on Employee Performance based on the beta value in the Standardized Cooeficient of 
11.3%, the remaining 88.7% is influenced by other variables. The insignificant effect of job 
satisfaction on employee performance needs to be a concern, because increasing job satisfaction is 
also needed to improve employee performance and overall organizational performance. Organizations 
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need to increase supervision of superiors of employees in assisting the course of work and providing 

solutions to work problems faced by employees. However, supervision of superiors and providing 
solutions to these work problems do not have a big influence on employee performance.  

The indirect effect of Organizational Culture (X1) on Employee Performance (Y) through Job 
Satisfaction (X3) is 0.518 and Sobel's P value is 0.000. By referring to the rules of significance 
testing, the probability value of 0.000> 0.05 so that H0 is rejected and H1 is accepted, meaning that 
there is a Significant Effect between Organizational Culture on Employee Performance through Job 
Satisfaction (Intervening variables are able to mediate significantly). A positive organizational culture 

increases job satisfaction, which then increases motivation, productivity and work quality. Therefore, 
organizations need to pay attention to the level of employee job satisfaction by implementing a 
positive organizational culture to encourage employees to improve their performance.  

The indirect effect of Job Stress (X2) on Employee Performance (Y) through Job Satisfaction 
(X3) is 0.24628 and Sobel's P value is 0.013. By referring to the rules of significance testing, the 
probability value of 0.013> 0.05 so that H0 is rejected and H1 is accepted, meaning that there is a 
Significant Effect between Job Stress on Employee Performance through Job Satisfaction (The 

intervening variable is able to mediate significantly). High job stress can lead to decreased 
performance and increase the risk of not achieving organizational goals. Therefore, organizations need 
to prioritize strategies to reduce job stress by increasing job satisfaction, by rewarding employee work 
achievements and providing solutions to employee work problems, this will lead to a decrease in 

employee work stress levels, so that employee performance achievement can be more optimal.  

 
  

 

 

CONCLUSION 

 
Based on research findings and hypothesis testing regarding the posed issues, the conclusions 

are as follows:  Organizational culture significantly influences employee performance at the Bekasi 
Job Opportunity Development Center. The application of the 5S culture creates a clean and organized 
work environment, motivating employees to think creatively and innovate, which improves 

performance.  Work stress significantly affects employee performance at the Bekasi Job Opportunity 
Development Center. Increased work stress from job insecurity and poor working conditions 
negatively impacts employees’ mental states and performance. Improving job security and working 
conditions can reduce work stress, leading to better performance.  

Organizational culture significantly affects job satisfaction at the Bekasi Job Opportunity 
Development Center. A positive organizational culture, such as the implementation of 5S and 
recognition of achievements, enhances employee satisfaction. Work stress significantly impacts job 
satisfaction at the Bekasi Job Opportunity Development Center. High work stress from excessive 

workload and conflicts reduces job satisfaction. Job satisfaction does not significantly affect employee 
performance at the Bekasi Job Opportunity Development Center, as lack of supervision and solutions 
from management limits its impact on performance.  

Organizational culture significantly influences employee performance through job satisfaction 

at the Bekasi Job Opportunity Development Center, as satisfied employees more easily implement 
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organizational culture, enhancing performance. Work stress significantly impacts employee 

performance through job satisfaction at the Bekasi Job Opportunity Development Center, as satisfied 
employees experience lower work stress, increasing their desire to improve performance.  
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