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The purpose of this study was to ascertain the 

partial and concurrent effects of work discipline 

and organizational culture on employee 

performance at South Tangerang City General 

Hospital.   This study use quantitative descriptive 

research approaches, gathering data via surveys 

and using numerical data to objectively 

characterize a situation.   60 employees were 

selected utilizing a saturation sampling technique 

and non-probability sampling.   The results 

showed that job discipline and organizational 

culture had a strong, partially concurrent effect on 

South Tangerang City General Hospital staff 

performance.   According to the t-test, also 

referred to as the partial statistical test, the t value 

is 9.368> 2.002.  Consequently, Ha1 is approved 

and Ho1 is denied.   Thus, it may be said that 

occupational discipline has a big influence on 

worker performance.   Meanwhile, the t-test for 

Organizational Culture partially produced a t 

value of 10.495> 2.002.   Stated otherwise, Ha2 is 

approved but Ho2 is rejected.   Thus, it can be 

argued that organizational culture affects 

employee performance.   The calculated F value of 

79.782> F table 3.16 with Sig. 0.000 <0.05 

simultaneously rejects Ho3 and approves Ha3..  

Thus, work discipline and corporate culture have 

a big impact on employee performance.  This 

suggests that work discipline and corporate 

culture have a 73.7% link with employee 

performance, with the remaining 26.3% being 

influenced or explained by factors beyond the 

purview of the study 
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INTRODUCTION  
A general hospital is defined as one that provides basic, specialist, and 

subspecialized health care in accordance with Republic of Indonesia Health 
Minister's Decree No. 983/Menkes/SK/XI/1992.  

Hospitals are intricate medical facilities that require a lot of capital and 
expertise.  In order for hospitals to perform professional functions in both 
medical engineering and health management, The fact that hospital services 
cover a range of service, teaching, and research functions in addition to many 
degrees and kinds of disciplines is the cause of this complexity.The 
implementation of rules that ensure quality improvement at all levels is 
necessary for hospitals to maintain and improve quality. 

According to Law Number 44 of 2009 Governing Hospitals, a hospital is 
defined as a medical facility that arranges for full individual health services, 
including emergency, outpatient, and inpatient care.  The South Tangerang 
Regional General Hospital's goal is to raise the level of public health by providing 
comprehensive medical services in a professional and standard-compliant 
manner.  Nonetheless, a lot of people continue to voice their opinions about the 
Regional General Hospital's services.South Tangerang is still not good, but over 
time the development of the South Tangerang Regional General Hospital is 
getting better in terms of service and handling. Human resources are a very 
important factor in managing an organization because with the existence of 
resources, agencies can manage their organizations optimally and can support 
the achievement of agency goals. In addition, employee performance is a major 
problem in an agency. Satisfactory agency performance does not happen by itself 
but requires periodic evaluation. 

One way for an employee to give good performance is through work 
discipline, which will make performance better because discipline is one of the 
performance assessment criteria. Discipline in doing work is a very important 
factor that affects employee performance. Discipline instilled in an organization 
or company to employees greatly affects the seriousness of employees in working 
with good discipline and responsibility. This can encourage enthusiasm in 
carrying out the tasks given. 

The results of observations at the General Hospital - South Tangerang 
stated that employee indiscipline was reflected in one of the things, namely 
employees were unable in order to finish the task within the allocated time.  In 
order to acquire human resources that the organization expects to contribute 
positively to all business operations in accomplishing its objectives, each 
employee must be disciplined in order to enhance high performance. 

This is due to problems, namely regarding the implementation of work 
discipline which is not yet effective and efficient in terms of time discipline, lack 
of firmness in implementing regulations from the leadership and the 
implementation of punishment sanctions which are not yet good, in this case it 
can result in a decline in employee performance at RSU Tangerang Selatan. 
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The pattern of organizational beliefs and values that the organization 
understands, embodies, and practices gives the pattern its own meaning and 
serves as the foundation for its standards of conduct. This pattern is known as 
organizational culture. As a result, organizational culture serves as a director and 
controller in influencing employee attitudes and behavior. Positive effects on 
both the organization as a work institution and its individual members are 
anticipated from organizational culture. 

The results of observations of the phenomena that occur are problems in 
corporate culture occur due to a lack of encouragement to employees regarding 
employee self-awareness to carry out voluntary actions carried out by 
individuals even though these actions are not part of their duties as employees, 
but are based on the initiative to provide the best contribution to the company. 
Furthermore, it is team-oriented, through a work process carried out as a team, 
if a problem occurs, the problem is also resolved as a team so that good 
coordination is created between employees and leaders. Team-based work is 
important and is applied in many organizations because of its superior potential 
in complex decision-making and problem-solving tasks. 

 
LITERATURE REVIEW 
Work Discipline 

According to Mangkunegara (2019:123) who stated that: " The sixth most 
important operational function of human resource management is discipline.  
This is because better work performance results from more disciplined 
employees." 

According to Sutrisno (2018:85) defines " Discipline is defined as an 
individual's attitude, behavior, and actions that are in line with the written and 
unwritten rules of the company. It can also refer to work procedures or 
appropriate discipline." " Employees can freely adapt to legal judgments and 
uphold moral principles through their job and behavior when they possess work 
discipline.," reads Hamali (2016:214). 

According to the definition given above, work discipline is an attitude of 
readiness and willingness on the part of an individual to follow and adhere to 
relevant written and unwritten regulations, be able to carry them out, and not 
forego punishment in the event that he violates the responsibilities and authority 
entrusted to him. 
Organizational Culture 

As stated by Septiani et al. (2023:141), an organization's culture affects its 
members' behavior and can even dictate how they act and behave in fulfilling 
their objectives.  An organization's or company's overall success is also impacted 
by a good organizational culture.  An understanding of an organization's culture 
can be obtained by assessing it according to its corporate culture.  Dominant 
cultures are seen in most enterprises. 

Organizational culture can be defined as "a system of values, beliefs, 
assumptions, or norms that have been in place for a long time, agreed upon, and 
followed by members of an organization as a guideline for behavior and solving 
organizational problems," according to Edy (2018: 1).." 
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From the definition that has been described, it is clear that organizational culture 
in an organization or company is important. Organizational culture is a culture 
that is adopted by an organization and becomes a differentiator between one 
organization and another. 
Employee Performance 

As to Robbins (2018:43), performance is defined as the outcome that 
individuals get in their work based on specific job-related criteria.  A person who 
practices discipline in their profession will be seen as accountable for completing 
assignments.  The role of a superior in an organization must be good. model for 
his subordinates. Superiors must be able to provide good examples when 
interacting as a reflection for their subordinates on how to behave and act well. 
An employee in an organization always depends on the attitude or behavior of 
his superior, because subordinates will usually follow the behavior of their 
superiors. 

In an organization, performance refers to the ability of an individual or 
group of individuals to carry out work in accordance with their respective 
authorities and responsibilities, or the manner in which an individual is expected 
to function and behave in accordance with the tasks assigned to him, as well as 
the quantity, quality, and time used to complete these tasks.  (2022:180) Pratham.   
Employee performance is therefore essential to the company's efforts to achieve 
its goals in this case. 
 
METHODOLOGY 

Such a study is known as quantitative research.   Beginning with the 
development of a research design, the quantitative research technique is a type 
of study whose requirements are methodical, structured, and well-organized.   
From gathering and analyzing data to presenting the results, quantitative 
research is a methodology that primarily depends on statistics, as the name 
implies. (Arikunto 2019: 27).  The purpose of this empirical study is to investigate 
how corporate culture and motivation affect worker performance. 

As stated by Larasati (2018: 54), "The research location is a scientific target 
to obtain data with a specific purpose and use about something objective."  
Pajajaran No. 101, Pamulang Bar., RSU Tangerang Selatan, Kec. Pamulang, South 
Tangerang City, Banten 15417, is where this study was carried out. 

According to Sujarweni (2014:73) "research time is the date, month and 
year in which the research activity is carried out." This research time was carried 
out for 4 (four) months starting in July 2024 to October 2024. 
According to Arikunto (2017:173), population is the entire subject of research"The 
population, according to Handayani (2020:58), is the sum of all the elements 
under study that share the same traits; these elements could be individuals from 
a group, an event, or the subject of the study.  According to the definition given 
above, the population is the whole of the attributes or characteristics of the 
subject or object that can be used as a sample.  Sixty staff of the South Tangerang 
City Hospital participated in this study”. 
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Tasting 
According to Arikunto (2019: 109), a sample is a portion or representative 

of the population to be studied. The sample to be used in this study is all 
employees totaling 60 people. 

Research can be conducted using a variety of sampling strategies.  
Saturated sampling is a sampling method in which every member of the 
population is sampled, claims Tarjo (2019:57).  Census sampling, in which 
individuals of the population are sampled, is another name for saturated 
sampling. 

The sample for this study will consist of all 60 employees of South 
Tangerang City Hospital.  The saturated sampling approach is employed in the 
sampling procedure.  When every member of the population is sampled, this is 
known as the saturation sampling approach. sampling technique when all 
members of the population are sampled. 
 
RESULT AND DISCUSSION 
Normality Test 

 
Table 1. Normality Test (Kolmogorov-Smirnov Test) 

 
Source: Primary Data Processed with SPSS Version 27 (2024) 

 
The scale of the Kolmograv-Smirnov is significant at 0.200, which is higher 

than 0.05, according to the data above about the normalcy test findings using 
non-parametric Kolmograv-Smirnov statistics.  The data in this investigation has 
therefore been shown to be regularly distributed. 

 
Source: Primary Data Processed with SPSS Version 27 (2024) 

Figure 1. Normality Test 1( PP Plot Probability Graph ) 
 
  

One-Sample Kolmogorov-Smirnov Test 

 

Unstandardiz

ed Residual 

N 60 

Normal Parametersa,b Mean .0000000 

Std. Deviation 1.14143705 

Most Extreme 

Differences 

Absolute .094 

Positive .094 

Negative -.082 

Test Statistic .094 

Asymp. Sig. (2-tailed)c .200d 
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From the results of the image above, it can be seen that the distribution of 
points around the line still follows a straight line and does not spread too far. So 
it can be concluded that the model assumptions are in accordance with normality 
and the data is suitable for use. 
Multicollinearity Test 

Table 2. Multicollinearity Test 

 
Source: Primary Data Processed with SPSS Version 27 (2024) 

 
There is no tolerance value of 0.151> 0.10 in the given table, indicating that 

the independent variables do not correlate.  The Variance Inflation Factor (VIF) 
value is 6.625 < 10.00, according to the computation findings.  Therefore, it can 
be said that multicollinearity is either nonexistent or free from problems. 
Heteroscedasticity Test 

In regression analysis, the heteroscedasticity test is one of the most 
important assumptions on the homogeneity of residual variance.   When the 
variance of residuals is not constant throughout a range of work incentive and 
work discipline values, the assumption of heteroscedasticity may result in 
ineffective coefficient estimates and incorrect conclusions.   These two methods 
are widely used to assess heteroscedasticity. 

 
Source: Primary Data Processed with SPSS Version 27 (2024) 

Figure 2. Scatter-Plot Graph 
 

Since the data in the table shows that the data distribution pattern spreads 
randomly around the regression line and no particular pattern or strong curve 
trend is found, it can be concluded from the results of the heteroscedasticity test 
that the current relationship tends to be linear and that there is no obvious 
indication of significant outliers.   The study's regression model was put through 
the heteroscedasticity test in light of these findings.  Further analysis techniques 
might be used to test the regression model if it was concluded that the data did 
not satisfy the heteroscedasticity assumptions. 
 
 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B 

Std. 

Error Beta Tolerance VIF 

1 (Constant) 3.915 1.318  2.970 .004   

JumlahX1 .523 .075 .569 6.943 .000 .151 6.625 

JumlahX2 .390 .076 .420 5.126 .000 .151 6.625 

a. Dependent Variable: JumlahY 
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Simple Linear Regression Test 
 

Table 3. Simple Linear Regression Test Results (Work Discipline on Employee 
Performance) 

Coefficient 

Model 

Unstandardized Coefficient Standard Coefficient 

T Signature. B 
Standard 

Error English 

1 (Constant) 1,881 4.353  .432 .667 

AmountX1 .947 .101 .776 9,368 .000 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

It is possible to get the regression equation Y = 1.881 + 0.947 X1 from the 
regression computation results shown in the above table.  Therefore, if X = 0.947, 
Y = 1.881 will be the result, according to the equation above.  Employee 
Performance (Y) will stay at 1.881 when Work Discipline (X1) is equal to zero or 
does not rise, according to the value (a), which is 1.881.  With a positive regression 
coefficient value of 0.947 (b), the influence is unidirectional., which means that if 
Work Discipline is increased by one unit, Employee Performance will increase by 
0.947 units. 
 

Table 4. Simple Linear Regression Test Results (Organizational Culture on 
Employee Performance) 

Coefficient Test 

Model 

Unstandardize
d Coefficient 

Standard 
Coefficient 

T 
Signat
ure. B 

Stan
dard 
Error English 

1 (Constant) 5.212 3,572  1,459 .150 

SumX2 .877 .084 .809 10,495 .000 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

It is possible to get the regression equation Y = 5.212 + 0.877 X2 from the 
regression calculation results shown in the above table.  This can be inferred from 
the following calculation if the employee value is 0.877 units. 
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Multiple Linear Regression Test 
 

Table 5. Multiple Linear Regression Test Results 
Coefficient a 

Model 

Unstandardized 
Coefficient 

Standard 
Coefficient T 

Signat
ure. 

B 
Standard 

Error English   

1 (Constant) -2,750 3,672  -.749 .457 

AmountX1 .495 .118 .406 4.207 .000 

SumX2 .565 .105 .521 5.402 .000 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

The outcomes of the computations made with the SPSS version 27 program 
were as follows:  Y = 0.497X1 + 0.565X2 + -2.750 

The variables of work discipline and organizational culture have a positive 
coefficient on the variable of employee performance, according to the multiple 
regression equation that was created above.  The coefficient for the work discipline 
variable is 0.497, meaning that if work discipline improves while other factors stay 
the same, performance will also improve.  According to the coefficient of 
organizational culture, which has a value of 0.565, performance will rise if the 
organizational culture variable improves while all other factors stay the same. 
Correlation Coefficient Test 

 
Table 6. Partial Correlation Results 

Correlation 
 AmountX1 NumberY 

AmountX1 Pearson 
Correlation 

1 .776** 

Sig. (2-tails)  .000 

N 60 60 

SumX2 Pearson 
Correlation 

1 .809** 

 Sig. (2-tails)  .000 

 N 60 60 

NumberY Pearson 
Correlation 

.776** .809** 

Sig. (2-tails) .000 .000 

N 60 60 

Source: Primary Data Processed with SPSS Version 27 (2024) 
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In addition, the following explanation will be provided for the correlation 
coefficient test results in this study: 

a. A high association between the Work Discipline variable and Employee 
Performance is indicated by the partial correlation coefficient of 0.776. 

b. A partial correlation coefficient of 0.809 indicates a very significant 
association between employee performance and the organizational culture 
variable. 

Table 7. Results of Simultaneous Correlation 
Model Summary 

Model R 
R 

Square 
Adjusted 

R Squared 
Standard Error 

of Estimate 

1 .858a .737 .728 2.89635 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

According to the test findings in the above table, the simultaneous 
correlation coefficient test yielded a result of 0.858, indicating a very high 
association between the organizational culture and motivation variables and 
employee performance.. 
Coefficient of Determination Test 

 
Table 8. Results of the Determination Coefficient Test (Work Discipline on 

Employee Performance) 
Model Summary 

Model R R Square 
Adjusted R 

Squared Standard Error of Estimate 

1 .776 a .602 .595 3.53050 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

Using the partial determination coefficient test between the Work 
Discipline variable and Employee Performance, the results showed that the Work 
Discipline variable influences Employee Performance by 60.2%, with other factors 
influencing the remaining 39.8%. The coefficient test result was 0.602.. 
 
Table 9. Results of the Determination Coefficient Test (Organizational Culture on 

Employee Performance) 
Model Summary 

Model R R Square 
Adjusted R 

Squared Standard Error of Estimate 

1 .809 a .655 .649 3.28702 

Source: Primary Data Processed with SPSS Version 27 (2024) 
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The partial determination coefficient test between the Organizational 
Culture variable and Employee Performance yielded a result of 0.655, indicating 
that 65.5% of the influence of the Organizational Culture variable on Employee 
Performance is due to other factors.. 
 

Table 10. Results of Simultaneous Determination Coefficient Test 
Model Summary 

Model R R Square Adjusted R Squared Standard Error of Estimate 

1 .858 a .737 .728 2.89635 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

Organizational culture and work discipline have a 73.7% impact on 
employee performance, with other factors accounting for the remaining 26.3%, 
according to the findings of the multiple determination coefficient test between 
these variables and employee performance, which came out at 0.737. 
T-Test 

 
The table values that have been obtained, then the decision making in 

finding conclusions for partial hypothesis testing in this study is stated as follows: 
 

Table 11. Results of Testing the Influence of Work Motivation on Employee 
Performance 

Coefficient a 

Model 

Unstandardized Coefficient 
Standard 

Coefficient 

T 
Signatur

e. B 
Standard 

Error English 

1 ( Constant ) 1,881 4.353  .432 .667 

AmountX1 .947 .101 .776 9,368 .000 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

The first hypothesis test looks at the connection between employee 
performance and work discipline.   The t-value of 9.368> 2.002 and the significance 
value of 0.000<0.05 in the above table show that the Work Discipline variable has 
a partial influence on the Employee Performance variable.  Thus, it can be said that 
work discipline has a favorable and substantial impact on employee performance.  
H01 is refused whereas Ha1 is accepted. 

 
  

ttabel = 
𝑎

2
; 60 − 2 − 1 = 0,05 ; 57 = 2,002 
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Table 12. Results of Testing the Influence of Organizational Culture on Employee 
Performance 

Coefficient a 

Model 

Unstandardized 
Coefficients Standard Coefficient T Signature. 

B 
Standard 

Error English   

1 ( Constant ) 5.212 3,572  1,459 .150 

SumX2 .877 .084 .809 10,495 .000 

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

The initial hypothesis test examines how organizational culture affects 
employee performance.  Ha2 is accepted and H02 is rejected, indicating that there 
is a partial influence of the Organizational Culture variable on the Employee 
Performance variable. The t-value in the above table is 10,495 and the significance 
value is 0.000, indicating that the influence of Organizational Culture on Employee 
Performance is positive and significant.. 
F Test 

Simultaneous test or F Test is intended to see the overall ability of 
independent variables, namely Work Discipline (X1), Organizational Culture (X2) 
on Employee Performance (Y). The F test is also intended to find out whether all 
variables have coefficients equal to zero with the provision that the probability 
value of F (Sig) in the Anova table is smaller than a = 0.05. So the decision making 
in finding conclusions for simultaneous hypothesis testing in this study is stated 
as follows: 

Table 13. F Test Results (Simultaneous Test) 
Analysis of Variance (ANOVA ) 

Model Sum of Squares df Mean Square F Signature. 

1 Regression 1338.568 2 669,284 79,782 .000 million 

Remainder 478.165 57 8,389   

Total 1816.733 59    

Source: Primary Data Processed with SPSS Version 27 (2024) 
 

To determine the magnitude of F, a table with the provisions is searched. 
The results of the analysis show that df1 = 3 - 1 = 2 and df2 = 60 - 2 = 58. Assuming 
k is a variable and n is the number of samples, then df1 = (k-1) and df2 = (nk) are 
obtained. Then F table = 58. The calculated F value in the table above is 79.782> F 
table 3.16 with Sig. 0.000 <α 0.05. Showing H03 is rejected and Ha3 is accepted. 
This means that work discipline (X1) and organizational culture (X2) have a 
significant effect on employee performance (Y). 
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The Influence of Work Discipline on Employee Performance Partially 
The statistical test indicates that the correlation coefficient is 0.776.  

Therefore, it may be said that Work Discipline (X1) has a positive value and a high 
influence on Employee Performance (Y).  The obtained coefficient of determination 
value is 0.602, or 60.2%; the remaining 39.8% is determined by or influenced by 
variables not included in the study.  According to the equation Y = 1.881 + 0.947, 
which was produced by simple linear regression, Ha1 is accepted and H0 is 
rejected.  Thus, it can be concluded that employee performance is significantly 
impacted by work discipline. 

This is supported by research by Agus Setiawan & Mitri Nelsi (2024:1246) 
in their research entitled The Influence of Discipline and Compensation on 
Employee Performance at CV Muslim Gallery in South Tangerang which states 
that Discipline "has a positive relationship between discipline and employee 
performance at CV Muslim Gallery". 
Influence of Organizational Culture on Employee Performance 

According to the correlation coefficient's statistical test, the result is 0.809.  
Thus, it can be said that the Organizational Culture variable (X2) has a positive 
value and a significant impact on Employee Performance (Y).  While the findings 
of simple linear regression yielded the equation Y = 5.212 + 0.877, indicating that 
H0 and Ha2 are accepted, the determination coefficient value obtained was 0.655, 
or 65.5%; the remaining 34.5% was influenced or examined by factors other than 
those examined.  Thus, it can be concluded that employee performance is 
significantly impacted by company culture. 

"Organizational culture has a significant influence on employee 
performance" (2024:1830) is a finding that is supported by Melsa and Dede's study, 
The Influence of Organizational Culture and Work Discipline on Employee 
Performance at the Center for Meteorology, Climatology, and Geophysics Region 
II, South Tangerang. 
Workplace Culture and Workplace Discipline's Impact  Concurrently on 
Worker Performance 

According to statistical testing, the correlation coefficient test yielded a 
value of 0.858.  This indicates the proportion of influence that the independent 
variables of organizational culture and work discipline have. (X) has a very 
substantial and favorable impact on the dependent performance (Y).  By using 
multiple linear regression, the equation Y = -2.750 + 0.495X1 + 0.565X2 is obtained, 
and the calculated F value is 79.782> F table 3.16 Sig. 0.000 <0.005 indicates that H0 
is rejected and Ha3 is accepted. The coefficient of determination value obtained is 
0.737, or 73.7%, with the remaining 26.3% being influenced or studied by variables 
outside the variables studied.  This indicates that organizational culture (X2) and 
work discipline (X1) have a big impact on employee performance. 

Deby et al.'s study, The Influence of Organizational Culture and Work 
Discipline on Employee Performance at the Karawang Regency Manpower and 
Transmigration Service, supports this by finding that "Organizational culture and 
work discipline have a significant simultaneous influence on employee 
performance with a significance level of 0.000" (2024:2896). 
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CONCLUSION AND RECOMMENDATION 
Testing whether organizational culture and work discipline have a partial 

or simultaneous impact on employee performance at RSU Koya Tangerang Selatan 
is the aim of this study.  Considering the findings of the research that were reported 
in the preceding chapter,the following conclusions are obtained: 

1. Employee performance at South Tangerang City Hospital is greatly and 
dramatically improved by work discipline, according the study's 
conclusions. 

2. The t-value of 9.368—higher than the t-table value of 2.002—and the 
significance value of 0.000—less than 0.05—support this conclusion.     
Consequently, hypothesis Ha1 is accepted and hypothesis H01 is rejected.   
According to the study's findings, South Tangerang City Hospital 
employees' performance is positively and significantly impacted by 
organizational culture.This result is supported by the t-value of 9.368—
which is higher than the t-table value of 2.002—and the significance value 
of 0.000, which is less than 0.05.    As a result, the accepted hypothesis is 
Ha1, while the rejected hypothesis is H01.  The study's findings 
demonstrate that organizational culture has a favorable and significant 
impact on the performance of South Tangerang City Hospital staff . 

3. This conclusion is supported by the significance value of 0.000, which is less 
than 0.05, and the t-value of 10,495—which is greater than the t-table value 
of 2.002.     Consequently, Ha2 is the accepted hypothesis while H02 is the 
rejected one.   According to the study's findings, organizational culture and 
work discipline significantly and favorably affect Tangsel City's General 
Hospital's operating efficiency.    The Fcount value of 79.782, which is higher 
than the Ftable value of 3.16, and the significance value of 0.000, which is 
less than 0.05, both confirm these findings.    Ha3 is hence the mainstream 
hypothesis, whereas the hypothesis that has been rejected is H03 

 
  



Maulida, Anisa, Pratama 

434 
 

REFERENCES 
A.A. Anwar Prabu Mangkunegara. 2017. Manajemen Sumber Daya Manusia 

Perusahaan, Bandung : Remaja Rosdakarya. 
 
Abdul Rahman Safiih & Agung Alamsyah. (2024). Pengaruh Budaya Organisasi 

Dan Disiplin Kerja Terhadap Kinerja Karyawan Pada Pt Bpr Karya Prima 
Sentosa Di Tangerang. JORAPI Vol. 2, No. 1, Januari 2024 Hal : 1376-1383 

 
Adinda Farhah, Jafar Ahiri, Muh Ilham (2020). Pengaruh Motivasi Kerja Dan 

Disiplin Kerja Terhadap Kinerja Karyawan. Jurnal Onlien Program Studi 
Pendidikan Ekonomi. Vol. 5, No. 1,Januari 2020, Hal: 1-7 

 
Afandi. (2018). Manajemen Sumber Daya Manusia (Teori, Konsep dan Indikator), 

Nusa Media. Yogyakarta. 
 
Agus Setiawan & Mitri Nelsi. (2024). Pengaruh Kedisiplinan Dan Kompensasi 

Terhadap Kinerja Karyawan Pada Cv Muslim Galeri Di Tangerang Selatan. 
JORAPI Vol. 2, No. 4, October 2024 Hal : 1236-1247 

 
Ahyar, Hardani. (2020). Buku Metode Penelitian Kualitatif & Kuantitatif. 

Yogyakarta: CV Pustaka Ilmu. 
 
Amirullah. (2015). Pengantar Manajemen. Jakarta: Mitra Wacana Media. 
 
Anang Firmansyah, Budi W dan Mahardika. (2018). Pengantar Manajemen. 

Yogyakarta: DEEPUBLISH  
 
Anwar, Sanusi. (2018). Metodologi Penelitian Bisnis. Cetakan Keempat. Jakarta: 

Salemba Empat 
 
Arif Yusuf  Hamali. (2016). Pemahaman Manajemen Sumber Daya Mausia. 

Yogyakata: Center for Academic Publishing Servive 
 
Arikunto, S. (2019). Prosedur Penelitian. Jakarta: Rineka cipta. 
 
Asniat Gea, Angga Pratama (2024). Pengaruh Kepuasan Kerja Dan Lingkungan 

Kerja Terhadap kinerja Karyawan PT Suwoprima Pratama Indonesia 
tangerang Selatan. Jurnal Musytari Vol 6 No 4 Tahun 2024 ISSN:3025-9495 

 
Berliana Febrianti, Ni Nyoman Sawitri, Dovina Navanti, Hapzi Ali, Muhammad 

Asif Khan. (2024). Pengaruh Gaya Kepemimpinan, Budaya Organisasi Dan 
Motivasi Kerja Terhadap Kinerja Pegawai Pada Pengadilan Agama Bekasi 
Kelas 1a. JEBI: Jurnal Ekonomi dan Bisnis. Vol. 2No. 8, Agustus(2024), Hal. 
1028-1042 

 



International Journal of Asian Business and Management (IJABM) 

Vol.4, No.2, 2025: 421-440 

  435 
 

Budihardjo, Andreas. (2017). “Knowledge Management”. Edisi 2, halaman vii, 
218, 219-225. Prasetiya Mulya Publishing, Jakarta. 

 
Chyntia Hanny dan I Gede Adiputra. (2020). Pengaruh Budaya Organisasi Dan 

Disiplin Kerja Terhadap Kinerja Karyawan PT Multikarya Saranaperkasa 
Jakarta. Jurnal Manajerial dan Kewirausahaan, Volume II No. 1/2020 Hal: 
215-221atama, A. (2022). Manajemen Sumber Daya Manusia (Untuk 
Pemerintahan dari Teori ke Praktik). Penerbit Widina. 

 
Deby Permadani, Asep Jamaludin, Nandang. (2024). Pengaruh Budaya 

Organisasi Dan Disiplin Kerja Terhadap Kinerja Pegawaipada 
Disnakertranskabupaten Karawang. Costing Volume 7 Nomor 2, Januari – 
Februari 2024 Hal 2889 – 2897 

 
Dessler, G. (2016). Manajemen Sumber Daya Manusia : Jilid 10. Jakarta: PT Indeks  
 
Dewi , Vemmi Kesuma, Herni Pujiati, Azhar Affandi, Denok Sunarsi, dan Asrini. 

(2018). Manajemen Sumber Daya Manusia Suatu Pengantar. Solok : Insan 
Cendekia Mandiri. 

 
Djaali. (2020). Metodologi Penelitian Kuantitatif, Jakarta Timur: PT Bumi Aksara. 
 
Doni Marlius, Andre Vebrian. (2020). Pengaruh Disiplin Kerja dan Budaya 

Organisasi Terhadap Kinerja ASN Pada Dinas Pemberdayaan Masyarakat 
dan Desa Provinsi Sumatera Barat. Jurnal Pundi, Vol. 04, No. 02, Juli 2020. 
ISSN: 2556 – 2278 

 
Donni Juni Priansa. (2016). Perencanaan & Pengembangan SDM. Bandung: Cv. 

Alfabeta 
 
Edy, Sutrisno. (2016). Manajemen Sumber Daya Manusia. Kencana Prenada 

Media Group, Jakarta. 
 
Edy, Sutrisno. (2017). Manajemen Sumber Daya Manusia. Kencana Prenada 

Media Group, Jakarta. 
 
Emron Edison. (2016). Manajemen Sumber Daya Manusia. Alfabeta. Bandung 
 
Fahmi, Irham. (2017). Manajemen Sumber Daya Manusia. Alfabeta, Bandung 
 
Fahmi. Irham. (2016). Pengantar Manajemen Sumber Daya Manusia Konsep dan 

Kinerja. Mitra Wacana Media: Jakarta 
 
Fauziah Septiani, Ali Maddinsyah, Angga Pratama. (2022). Service Pemasaran. 

Unpam Press Tangerang Selatan 
 



Maulida, Anisa, Pratama 

436 
 

Ghozali, I. (2021). Aplikasi Analisis Multivariate Dengan Program IBM SPSS 26 
Edisi 10. Badan Penerbit Universitas Diponegoro. 

 
Handayani. (2020). Metode Penelitian Kualitatif & Kuantitatif. CV. Pustaka Ilmu 
 
Handoko, T. Hani. (2016). Manajemen. Yogyakarta : BPFE 
 
Irawan, D., Kusjono, G., & Suprianto, S. (2021). Pengaruh Disiplin Kerja Dan 

Lingkungan Kerja Terhadap Kinerja Pegawai Negeri Sipil Pada Kantor 
Kecamatan Serpong. Jurnal Ilmiah Mahasiswa (JIMAWA), 1(3) 176-185. 

 
Istijanto. (2014). Aplikasi Praktis Riset. Jakarta: PT Gramedia Pustaka Utama. 
 
Maulida, H., & Pratama, A. (2023). Pengaruh Disiplin Kerja dan Gaya 

Kepemimpinan terhadap Kinerja Karyawan pada Veranda Hotel 
Pakubuwono Jakarta Selatan.  Jurnal Pendidikan Tambusai, 7(2), 14915–
14930. https://doi.org/10.31004/jptam.v7i2.8754 

 
Maulida, H., & Pratama, A. (2024). Pengaruh Pelatihan Kerja dan Disiplin Kerja 

terhadap Kinerja Karyawan pada PT Krisbow Indonesia. Jurnal Arastirma, 
4(1),96–107. https://doi.org/10.32493/arastirma.v4i1.35035 

 
Muhammad Syamsul Hidayat, Didin Hikmah Perkasa, Muhamad Al Faruq 

Abdullah, Wenny Desty Febrian, Yanthy Herawaty Purnama, Leli 
Deswindi, Muhamad Ekhsan (2024). Motivasi Kerja, Disiplin Kerja DAn 
Gaya Kepemimpinan Terhadap  Kinerja Karyawan Di PT Kalimutu Mitra 
Perkasa. Journal of Management and Bussines (JOMB) 6 (1) 287-297. 

 
Ni Nyoman Devi Arysta, Irfan Rizka Akbar. (2023). Pengaruh Budaya Organisasi 

Dan Disiplin Kerja Terhadap Kinerja Pegawai Pada Suku Dinas Sumber 
Daya Air Kota Administrasijakarta Barat. Jurnal JORAPI Vol. 1, No. 4, 
October 2023 ISSN : 2985 – 4768 Halaman : 1322 - 1332. 
https://jurnal.portalpublikasi.id/index.php/JORAPI/article/view/497 

 
Nopi Oktavianti,, Yeni Liana Sari, Nariah. (2024). Pengaruh Disiplin Kerja dan 

Budaya Organisasi terhadap Kinerja Karyawan padaPT. Godong Ijo Asri 
Depok Jawa Barat. jurnal Ilmiah Swara Manajemen, Vol 4 (2) 2024: 482-
490.https://openjournal.unpam.ac.id/index.php/JISM/article/view/433
14 

Pratama, A. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan 
Pada Pt Bank Negara Indonesia Kcp Pamulang Tangerang Selatan. Jurnal 
Madani Vol 3 No. 2, 

 
Pratama, A. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan 

Pada PT Bank Negara Indonesia KCP Pamulang Tangerang Selatan. Jurnal 
Madani: Ilmu Pengetahuan, Teknologi, dan Humaniora, 3(2), 202-211. 

https://doi.org/10.31004/jptam.v7i2.8754
https://doi.org/10.32493/arastirma.v4i1.35035
https://jurnal.portalpublikasi.id/index.php/JORAPI/article/view/497


International Journal of Asian Business and Management (IJABM) 

Vol.4, No.2, 2025: 421-440 

  437 
 

 
Pratama, A. (2020). Pengaruh disiplin kerja terhadap kinerja karyawan pada PT. 

Wisata Angkasa Permai. Jurnal Semarak, 3(2), 1-11. 
 
Pratama, A. (2020). Pengaruh Disiplin Kerja Terhadap Klnerja Karyawan Pada 

Pt. Wisata Angkasa Permai. Jurnal Semarak,Vol. 3,No.2, JUNI 2020 
 
Pratama, A. (2020). Pengaruh Kompensasi Dan Disiplin Kerja Terhadap Kinerja 

Karyawan Pada PT Pos Indonesia DC Ciputat. Jurnal Disrupsi Bisnis, 3(2), 
146-158. 

 
Pratama, A. (2021). The Influence Of Transformational Leadership, Job 

Satisfaction, Motivation And Compensation On Mathematics School 
TeacherPerformance. Turkish Journal of Computer and Mathematics 
Education (TURCOMAT), 12(3), 3679-3684. 

 
Pratama, A. (2022). Analisis Motivasi Kerja Dalam Meningkatkan Produktivitas 

Karyawan. JURISMA: Jurnal Riset Bisnis & Manajemen, 12(2), 361-372. 
 
Pratama, A. (2022). Effect Of Work Discipline And Physical Work Environment 

On Employee Performance At The Management Agency Of Wisma Gading 
Permai Apartments North Jakarta. International Journal of Social and 
Management Studies, 3(5), 179-187. 

 
Pratama, A. (2022). THE EFFECT OF WORK MOTIVATION AND WORK 

ENVIRONMENT ON EMPLOYEE PERFORMANCE AT PT DUTA 
VISUAL NUSANTARA TIVI TUJUH JAKARTA SELATAN. International 
Journal of Economy, Education and Entrepreneurship (IJE3), 2(1), 99-109. 

 
Pratama, A. (2024). Influence of Leadership and Motivation on Employee 

Performance in Trading Company: Case of Indonesia. International Journal 
of Management Science and Application, 3(1), 114-127. 

 
Pratama, A., & Febriana, H. (2023). PENGARUH DISIPLIN KERJA DAN 

MOTIVASI KERJA TERHADAP KINERJA KARYAWAN PADA DINAS 
PERPUSTAKAAN DAN ARSIP DAERAH KOTA TANGERANG 
SELATAN. EKONOMI BISNIS, 29(1), 47-56. 

 
Pratama, A., & Pinasthika, L. A. (2021). The Influence of Work Discipline and 

Compensation to the Employee Performance: A Case Study of PT 
Temasindo Intipratama, South Jakarta. European Exploratory Scientific 
Journal, 5(1), 34-42. 

 
Pratama, A., & Suntari, E. (2023). Penerapan Strategi Pemasaran Produk Hasil 

Pemanfaatan Limbah Rumah Tangga Masyarakat di Desa Ciseeng, 



Maulida, Anisa, Pratama 

438 
 

Kecamatan Ciseeng, Kabupaten Bogor. Praxis: Jurnal Pengabdian Kepada 
Masyarakat, 3(1), 4-6. 

 
Pratama, A., & Syamsuddin, R. A. (2020). Dampak Komitmen Organisasi Atas 

Kinerja Karyawan PT Bni Kcp Pamulang. ProBank, 5(2), 167-175. 
 
Pratama, A., & Syamsuddin, R. A. (2021). Pengaruh Disiplin Kerja Dan 

Lingkungan Kerja Terhadap Kinerja Pegawai Kecamatan Setu Tahun 2021. 
Buana Ilmu, 6(1), 179-191. 

 
Pratama, A., Herni, Y., & Karlina, D. (2023). PENGARUH LINGKUNGAN 

KERJA DAN BUDAYA ORGANISASI TERHADAP KINERJA 
KARYAWAN PADA PT. ZULU ALPHA PAPA JAKARTA SELATAN. 
SCIENTIFIC JOURNAL OF REFLECTION: Economic, Accounting, 
Management and Business, 6(4), 736-744. 

 
Pratama, A., Syakhrial, S., & Suntari, E. (2022). Penerapan Manajemen Pemasaran 

Bisnis Online Masyrakat dan Gerakan Pemuda Ansor Kelurahan 
Pagedangan Kecamatan Pagedangan Tangerang. Praxis: Jurnal Pengabdian 
Kepada Masyarakat, 2(2), 198-201. 

 
Pratama, A., Syakhrial, S., & Suntari, E. (2023). MENUMBUHKAN GENERASI 

MILENIAL YANG CINTA TANAH AIR MELALUI POTENSI PROFESI 
DAN WIRAUSAHA DI PONPES MATHLA'UL HIDAYAH CISAUK. 
Praxis: Jurnal Pengabdian Kepada Masyarakat, 3(2), 25-27. 

 
Pratama, A., Syamsuddin, R. A., & Ratnawati, W. (2021). Faisal,; Rismanty, Vidya 

Amilia; Sunarsi, Denok. The Influence Of Transformational Leadership, Job 
Satisfaction, Motivation And Compensation On Mathematics School 
TeacherPerformance. Turkish Journal of Computer and Mathematics 
Education, 12, 3679-84. 

 
Pratama, A., Syamsuddin, R. A., Maulida, H., & Nuraidawati, S. (2022). 

ANALISIS LAPORAN KEUANGAN. 
 
Pratama, A., Syamsuddin, R., Oktora, J., & Sunarsi, D. (2021, January). 

Organizational culture, transformational leadership and the impact on 
knowledge sharing in selected research organization. In Proceedings of the 
1st International Conference on Economics Engineering and Social Science, 
InCEESS 2020, 17-18 July, Bekasi, Indonesia. 

 
 
 
Pratama, G. D., Pratama, A., & Danu, A. P. (2024). THE INFLUENCE OF WORK 

FACILITIES AND WORK MOTIVATION ON EMPLOYEE 



International Journal of Asian Business and Management (IJABM) 

Vol.4, No.2, 2025: 421-440 

  439 
 

PERFORMANCE AT CBC CLINIC BSD BRANCH. International Journal 
Management and Economic, 3(3), 01-10. 

 
Rahmawati. (2016). Manajemen Pemasaran. Samarinda: Mulawarman 

University Press. 
 
Randi. (2018). Teori Penelitian Terdahulu. Jakarta: Erlangga 
 
Riana Aprilianti, Syarifuddin. (2022). Pengaruh Budaya Organisasi Dan Disiplin 

Kerja Terhadap Kinerja Pegawaipada Dinas Kesehatan Kota Bandung. 
PUBLIK: Jurnal Manajemen Sumber Daya Manusia, Adminsitrasi dan 
Pelayanan Publik. Volume IX Nomor 2 357-368 

 
Rismawati & Mattalata. (20180. Evaluasi Kinerja : Penilaian Kinerja Atas Dasar 

Prestasi Kerja Berorientasi Kedepan. Makkasar: Celebes Media Perkasa. 
 
Robbins, S, P. (2018). Perilaku Organisasi. Jakarta : PT. Indeks Kelomp. 

Gramedia. 
 
Robbins, Stephen P. and Mary Coulter. 2019. Manajemen, Jilid 1 Edisi 13, Alih 

Bahasa: Bob Sabran Dan Devri Bardani P, Erlangga, Jakarta 
 
Rr. Vemmi Kesuma Dewi. (2021). Pengaruh Komunikasi Terhadap Kinerja 

Pegawai Pada PT. Indosurya Kencana Di Bekasi. Jenius,  Vol 4, No 2, 164 -
171. 

 
Rr. Watie Rachmawati. (2016). Pengaruh Pelatihan dan Motivasi Kerja Terhadap 

Kinerja Pegawai PT Bank BJB Kantor Cabang Suci Bandung, Volume 9. 
 
Sagala, Syaiful. (2014). Konsep dan Makna Pembelajaran. Bandung: Alfabeta.  
 
Sedarmayanti. (2017). Sumber Daya Manusia dan Produktivitas Kerja. Jakarta: 

Mandar Maju 
 
Siregar, Syofian. (2016). Statistika Deskriptif untuk Penelitian Dilengkapi 

Perhitungan Manual dan Aplikasi SPSS Versi 17. Jakarta: PT Raja Grafindo 
Persada 

 
Sri Rochani Mulyani (2021). Metodologi Penelitian. Widina Bhakti Persada 

Bandung.  
 
Sri, Larasati. (2018). Manajemen Sumber Daya Manusia. Cetakan Pertama.. 

Cetakan Pertama. CV.Budi Utama: Yogyakarta. 
 
Sujarweni, Wiratna. (2014). Metodologi Penelitian. Yogyakarta: Pustaka Baru 

Press. 



Maulida, Anisa, Pratama 

440 
 

 
Sutrisno .E. (2018). Sumber Daya Manusia. PT.Gramedia, Surabaya. 
 
Tarjo. (2019). Metode Penelitian. Yogyakarta: Deepublish. 
 
Tobari. (2016). Membangun Budaya Organisasi Pada Instansi Pemerintah. 

Yogyakarta: CV Budi Utama. 
 
Uswatun Chassanah. (2023). Pengaruh Budaya Organisasi Terhadap Kinerja 

Karyawan Pada Pt. Mitra Seribu Saudara Jakarta Barat. Jurnal Ilmu 
Manajemen, Ekonomi dan Kewirausahaan Vol.1, No.1Januari 2023 e-ISSN: 
2963-5225; p-ISSN: 2963-5284, Hal 40-48. https://journal.unimar-
amni.ac.id/index.php/Wawasan/article/view/192 

 
Widarko, A., & Anwarodin, M. K. (2022). Work Motivation and Organizational 

Culture on Work  Performance:  Organizational  Citizenship  Behavior  
(OCB)  as  Mediating Variable. Golden  Ratio  of  Human  Resource  
Management, 2(2),  123–138. 

 
Wiwien Jumadil, Rosdiana, Muhammad Hasan. (2023). Pengaruh Disiplin Kerja 

dan Budaya Organisasi Terhadap Kinerja Pegawai dengan Motivasi Kerja 
Sebagai Variabel Intervening pada Dinas  Pertanian Kota Tidore  
Kepulauan Jurnal Sinar Manajemen Volume 10 Nomor 1 Maret 2023. E-
ISSN 2598-398X P-ISSN 2337-8743 

 
Zacharias, T., Rahawarin, M. A., & Yusriadi, Y.  (2021).  Cultural  reconstruction  

and organization environment for employee performance. Journal of Ethnic 
and Cultural Studies, 8(2), 296–315 

 
Zainuddin,  M.,  &  Nasikhah,  A.  (2021).  Peran  Budaya  Organisasi  Dalam 

Meningkatkan Kinerja Karyawan (Studi Kasus Pada LAZNAS Nurul Hayat  
Kediri). ISTITHMAR :  Jurnal  Pengembangan  Ekonomi  Islam, 4(2),  1–41. 

https://journal.unimar-amni.ac.id/index.php/Wawasan/article/view/192
https://journal.unimar-amni.ac.id/index.php/Wawasan/article/view/192

