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Abstract. This research intends to investigate and evaluate the relationship between employee performance 

and motivation, organisational culture, and work discipline at the Department of Cooperatives and Micro 

Enterprises in Jember Regency. This study's population consisted of 55 workers from the Department of 

Cooperatives and Micro Enterprises of Jember Regency. Using a method of saturation sampling, 55 samples 

were obtained for this investigation. This work employs SEM-PLS using WarpPLS 5.0 for data analysis. 

Motivation, organisational culture, and work discipline have a substantial impact on the performance of Dept 

of Cooperative societies and Micro - entrepreneurs of Jember Regency, according to the analysis's findings. 

According to the results of the analysis, the coefficient of determination, or R square, is 0.790, which indicates 

that all independent variables (work motivation, organisational culture, and work discipline) contribute 79.0 

percent to the employee performance variable, with the remaining 21.0 percent influenced by factors outside 

the scope of the study. 
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1       Introduction 

Human Resource Management in the current era of globalization is very important for organizations 

because it is part of the success of leaders in organizing, managing, implementing, and supervising their 

employees. The purpose of this supervision is that employees work according to the goals and objectives desired 

by an organization so that their productivity and performance can be further increased. According to [56], human 

resources are defined as a source of strength that comes from humans that can be utilized by the organization. The 

HR component is inseparable from the so-called empowerment and utilization process. So that a series of activities 

are focused on optimal utilization of human resources in carrying out daily activities to generate the maximum 

profit. According to [10], Human Resource Management is the process of obtaining, training, and retaining 

personnel, evaluating, and rewarding people with a focus on their working relationships, health, safety, and 

fairness in order to achieve optimal job performance.  HRM is a strategic area in an organization that needs special 

attention because it is related to the performance of its employees, [44]. Employee performance needs special 

attention for an organization. This is because if employee performance increases, organizational performance will 

also increase. 

Performance is a crucial and fascinating aspect since it has shown to be crucial to its advantages. The 

quality of the performance of the company's human resources determines the company's ability to achieve its 

objectives and ensure its continued existence. An employee who excels if he is in carrying out and completing his 

duties is based on skill, professionalism, and has sufficient experience. According to [51], performance refers to 

the degree of success in doing activities and the capacity to reach predetermined objectives. If the targeted 

objectives are adequately attained, the performance is deemed successful and excellent. According to [33], 

performance is the outcomes attained by a person via the use of certain media. This concept highlights that an 

employee's performance cannot be achieved without the assistance of a medium in the shape of other methods 

that impact him both internally and extrinsically and provide personal rewards. There are several things that might 

affect an employee's performance to improve. Several predictable elements, including job motivation, corporate 

culture, and work discipline, might boost employee retention. 

Motivation can be interpreted as a phase of changing and stimulating individuals to carry out something 

desired by their movers and directors who in this case are their superiors [21]. According to [6] the notion of work 

motivation is something that creates enthusiasm or work motivation for an employee in an organization. 

Employees in an organization who are prompted to finish their task on schedule will increase their performance. 

Thus it can be linked between work motivation and performance. Although there has been much study on job 

motivation and employee performance, the findings are still uneven. Numerous research claiming that job 

motivation may enhance performance have been conducted by: [28], [71], [12], [22], [69], [19], [22], [17], [20], 

[35], [4], [39], [2], [65], [47], [64], [79], [31], [9], [46], [62], [43], [75]. Meanwhile, that motivation has no effect 

on employee performance is carried out by: c, [14], [12].  
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The corporate culture is a second aspect that might enhance employee performance. According to [54], 

organisational culture is a collection of value systems acknowledged and established by all of a company's 

members that distinguishes it from other businesses. According to [54], organisational culture is a common system 

of meaning held by all members of the company. According to [34], organisational culture is a collection of 

assumptions or belief systems, values, and norms formed inside organisations that serve as behavioural guidance 

for individuals to overcome external and internal adaption issues. According to [52], organisational culture is a 

framework that influences everyday behaviour and leads workers' activities to accomplish organisational 

objectives. Culture is a pattern of organisational principles and values that are understood, inspired, and followed 

by the organisation to the extent that the pattern provides its own meaning and serves as the basis for the norms 

of behaviour inside the organisation. Consequently, organisational culture is utilised as a controller and guide to 

shape the attitudes and behaviours of individuals inside the company. Organizational culture is anticipated to have 

a good impact on the personal members of the organisation as well as the organisation itself in terms of fulfilling 

its vision, purpose, and objectives. Employees who already understand the organizational culture in depth will 

carry out their duties in accordance with what has been assigned to them in a timely manner and in accordance 

with the SOPs that have been set in accordance with the existing culture in the organization. An employee must 

understand the values that apply in the organizational environment in which they work. Research between 

organizational culture and performance also has results that support and that are not in line. Research conducted 

by: [77], [36], [42], [59], ([1]), [25], [76], [7], [50], [41], [32], [57], [27], [13], [53], [19], [30], [78], [65], [29], 

[49], [40], [26], [66], [45] resulted that the work culture owned by the company that has been implemented 

properly can improve employee performance. While the research which results state that organizational culture 

has no effect on employee performance is carried out by: [9], [24].  

Discipline comes from discipline which means obedience, self-control, regularity, self-control, training to 

straighten, perfecting something as mental skills or moral characteristics, laws that are poured to correct the order 

as well as regulations for behavior [44]. A person's feeling of responsibility for the responsibilities allocated to 

him is reflected in his discipline. This promotes performance zeal, work ethic, and the achievement of agency, 

employee, and community objectives. Therefore, every leader strives to instil discipline in his subordinates. A 

manager's leadership is deemed successful if his staff are well-disciplined. Maintaining and enhancing discipline 

is tough since several things impact it, [23]. Employees who are highly disciplined are usually always on time in 

completing the tasks assigned to them. There is a relationship between employee discipline and employee 

performance. Extensive study has been conducted on the link between employee punishment and performance, 

however the conclusions are inconsistent from one researcher to the next. Research which states that work 

discipline can improve employee performance is carried out by: [74], [58], [15], [60], [72], [11], [55], [13], [69], 

[8], [73], [5], [18], [61]. According to studies [80], work discipline has little impact on employee performance. 

The Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency is the regional authority 

in the fields of cooperatives and small and medium-sized businesses. In carrying out its duties, The tasks of the 

Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency are as follows: formulation of 

regional policies in the field of cooperatives, small and medium enterprises; implementation of regional policies 

in the field of cooperatives, small and medium enterprises; implementation of regional evaluation and reporting 

in the field of cooperatives, small and medium enterprises; and implementation of the administration of the 

Offshore Cooperatives Development Fund. Based on the primary duties and responsibilities of the Dept of 

Cooperative societies and Micro - entrepreneurs of Jember Regency, Table 1 outlines the implementation of 

programs/activities accompanied by performance indicators for enhancing the quality of healthy cooperatives and 

micro and small businesses. 

Table 1. Indicators of Realization of Target Performance 

No Target Indicator 

Realization Target/year 100% 

2017 2018 2019 2020 

1 

a Number of micro and small businesses that 

have operational permits 
87,1% 86,5% 88,9% 91,7% 

b Migration permits for micro businesses to 

become small businesses. 
86,5% 91,2% 89,5% 88,9% 

2 c Percentage of healthy cooperatives. 79,3% 80,5% 85,4% 82,7% 



Source: Diskopum Regency Jember (2022) 

According to Table 1, the Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency has 

not attained its performance goal. This is due to the fact that the Dept of Cooperative societies and Micro - 

entrepreneurs of Jember Regency is still not meeting its performance goals optimally. The study issue that might 

be posed is how to increase employee performance at the Dept of Cooperative societies and Micro - entrepreneurs 

of Jember Regency, in light of the descriptions relating to theory and prior research indicating that there are still 

discrepancies and difficulties. While the objective of this research was to assess the influence of job motivation, 

it was also designed to organisational culture, and work discipline on employee performance at the Dept of 

Cooperative societies and Micro - entrepreneurs of Jember Regency, it was found that none of these factors 

significantly affected employee performance. 

3       Research Method 

In this investigation, quantitative research methodologies are used. Quantitative research method is a 

method utilized to analyse particular populations or samples, techniques, sampling is often random, data collection 

involves research instruments, and data analysis is quantitative/statistical in order to evaluate hypotheses. [70]. 

The population of this study consisted of 55 workers of the Dept of Cooperative societies and Micro - 

entrepreneurs of Jember Regency who served as research samples (saturated samples). Descriptive analysis will 

be conducted to obtain an overview of the respondent's condition and the scores of the research variables 

consisting of job motivation, organisational culture, and job discipline, as well as the performance of the 

employees of the Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency. SEM-PLS testing 

is performed using the Warp PLS 7.0 application. The SEM-PLS method is used for exploratory research. 

4      Result and Discussion 

Validity Test and Reliability Test 

The loadings factor criterion (cross-loadings factor) must have a value larger than 0.70 for the convergent 

validity test, and the AVE must have a value greater than 0.50. For the discriminant validity test, the AVE roots 

must be compared to the intervariable correlation. The AVE must exceed the correlation between latent variables, 

[67]. Table 2 exhibits the Warp-PLS version 5.0 results. 

Table 2. Combined Loadings and Cross-Loadings 

 Motivation Culture Discipline Performance Type (a SE P-value 

X1.1 0.733 -0.356 0.094 0.016 Reflect 0.107 < 0.001 

X1.2 0.708 0.437 0.083 0.243 Reflect 0.116 < 0.001 

X1.3 0.772 0.114 -0.142 0.047 Reflect 0.102 < 0.001 

X1.4 0.786 0.358 -0.104 0.230 Reflect 0.109 < 0.001 

X1.5 0.701 -0.361 0.112 -0.404 Reflect 0.105 < 0.001 

X2.1 0.540 0.721 0.396 -0.173 Reflect 0.120 < 0.001 

X2.2 0.368 0.727 -0.241 0.342 Reflect 0.120 < 0.001 

X2.3 0.058 0.773 -0.230 0.273 Reflect 0.118 < 0.001 

X2.4 -0.365 0.702 0.190 0.238 Reflect 0.108 < 0.001 



X2.5 -0.126 0.739 -0.173 0.070 Reflect 0.107 < 0.001 

X2.6 0.103 0.757 -0.030 -0.234 Reflect 0.106 < 0.001 

X2.7 -0.155 0.735 0.101 -0.359 Reflect 0.111 < 0.001 

X3.1 0.170 0.050 0.819 -0.054 Reflect 0.100 < 0.001 

X3.2 -0.183 -0.049 0.830 0.093 Reflect 0.099 < 0.001 

X3.3 0.202 -0.460 0.808 0.745 Reflect 0.134 < 0.001 

X3.4 -0.143 -0.053 0.876 0.519 Reflect 0.131 < 0.001 

Y1.1 0.056 -0.097 -0.071 0.729 Reflect 0.103 < 0.001 

Y1.2 -0.154 0.109 0.029 0.748 Reflect 0.114 < 0.001 

Y1.3 0.053 -0.450 0.002 0.761 Reflect 0.110 < 0.001 

Y1.4 -0.328 0.237 0.181 0.702 Reflect 0.108 <0.001 

Y1.5 0.138 0.292 -0.074 0.776 Reflect 0.101 < 0.001 

Y1.6 0.288 -0.308 -0.041 0.702 Reflect 0.121 <0 .001 

 

Table 3. Reliability Test 

Variable 
Composite reliability Cronbach's alpha 

Motivation 

Organization Culture 

Work discipline 

Employee Performance 

0.761 

0.798 

0.772 

0.749 

0.708 

0.713 

0.772 

0.700 

 
The objective of reliability testing is to guarantee that the research tool is accurate utilised provides 

consistent, unbiased measurements of the idea. Table 3 displays Warp-PLS 5.0 data processing outcomes. The 

reliability test is based on Cronbach's alpha and composite dependability that are more than 0.70. Table 3 

demonstrates that the questionnaire used in this research satisfied the standards of the reliability examination. 

Direct Effect Path Coefficient Calculation Results 

Using route analysis, this part explains each path in the model section. Each tested method has a direct 

impact on employee performance (Y) at the Dept of Cooperative societies and Micro - entrepreneurs of Jember 

Regency (X1), organisational culture (X2), work discipline (X3), and employee motivation (X1). By determining 

whether or not each route is important, it is possible to accept or reject the given hypothesis. Each examined route 

reflects a different hypothesis in this investigation. The values of the path coefficients are shown in Table 4. 



Table 4. Value of Direct Effect Path Coefficient 

No. Independent Variable 
Dependent 

Variabel 

Path 

Coefficient 
ρ-value Information 

1. Work Motivation Performance 0,617 0,001 Significant 

2. Organization Culture Performance 0,302 0,001 Significant 

3. Work Dicipline Performance 0,390 0,023 Significant 

 

According to the data in Table 4, the independent variable with the greatest impact on the independent 

variable with the greatest influence on the employee performance variable (Y) is work motivation (X1), with a 

coefficient of 0.617. 

5       Discussion 

The Influence of Employee Work Motivation on Employee Performance 

The path coefficient value is 0.617 with a value of 0.001 according to the findings of evaluating the 

employee motivation variable (X1) on employee performance (Y). Because -value is less than (0.001 0.05), H0 is 

rejected; hence, employee motivation (X1) has a substantial influence on employee performance (Y). This 

indicates that the hypothesis that employee work motivation has a substantial influence on the performance of 

workers at the Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency has been confirmed 

or H1 has been accepted. Work motivation is an important aspect to support its performance. Motivation is the 

phase of changing and stimulating individuals to carry out something desired by their movers and directors. 

Understanding motivation according to [37],is the impetus for the appearance of motives or things that stimulate 

motives. It can be defined that motivation is something that triggers enthusiasm and motivation to work. 

Employees of the Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency must have qualified 

work motivation by displaying skills or knowledge indicative of expertise in certain sectors. The first area that 

must be learned is public services pertaining to methods and norms for delivering community services. 

The Influence of Organizational Culture on Employee Performance 

The path coefficient value is 0.302 with a -value of 0.021, as determined by the results of evaluating the 

organisational culture variable (X2) on employee performance (Y). Because -value is less than (0.002 0.05), H0 

is rejected; hence, corporate culture (X2) has a considerable effect on employee performance (Y). It has been 

shown that organisational culture has a considerable impact on the performance of workers at the Department of 

Cooperatives and Micro Enterprises in Jember Regency, hence Hypothesis 2 is supported. One organization's 

organisational culture may vary from that of other organisations. Nonetheless, organisational culture has specific 

attributes, characteristics, or traits that demonstrate their similarity. Experts employ a wide variety of terms to 

describe the aspects of organisational culture. This demonstrates the religious qualities, characteristics, and aspects 

present in corporate culture [16]: (a) culture is shared, (b) social mores and norms are shared across cultures, (c) 

culture is inherent, (d) social practices, (e) cultures are relayed from one millennium to the next, (f) conforming 

to acceptable formalities and patterns of behaviour tend to be associated with moral righteousness and virtue, and 

(g) cultural behavior and attitude is comfortable and popular. The foundations of an organization's culture are a 

collection of essential traits shared by all of its members. Qualities of organisational culture illustrate the 

characteristics, attributes, components, or constituents of an organization's culture. In accordance with their 

individual organisational culture features, each organisation will exhibit a unique set of traits. 

The Effect of Work Discipline on Employee Performance 

Based on the association between the work discipline variable (X3) and employee performance, the route 

coefficient value is 0.380 with a -value of 0.023. (Y). H0 is rejected because the -value is smaller than (0.023 

0.05); hence, work discipline (X3) has a substantial influence on employee performance (Y). This indicates that 

work discipline has a major impact on the performance of Dept of Cooperative societies and Micro - entrepreneurs 

of Jember Regency, which has been shown or H3 is accepted. According to [38], to achieve success in the form 

of sources of inspiration in order to achieve goals by showing attitudes, beliefs, and efforts from oneself which 

can then determine the level of achievement and achievement in life. According to [63], discipline is something 

that motivates an individual to pursue something and use all of his effort and energy for it. The type and degree 

of an individual's discipline vary according to the numerous factors present at a given moment. The concept of 

discipline in various literatures is often emphasized on stimuli that arise from a person both from within (intrinsic 



discipline) and from outside (extrinsic discipline). On the other hand, motivators or satisfactions such as 

achievement, responsibility, and rewards support job satisfaction. Motivators are intimately tied to the job itself 

or the immediate outcomes it provides, such as opportunity for advancement, personal development, responsibility 

recognition, and accomplishment. Improved job content results in greater job satisfaction and improved work 

ethic. 

6       Conclusion 

The following are the study's conclusions in light of the research results given in the discussion: 1) the test 

results demonstrate that work motivation has a big and favourable impact on the performance of the personnel of 

the Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency; 2) the test results demonstrate 

that organisational culture has a positive and significant effect on the performance of the employees of the Dept 

of Cooperative societies and Micro - entrepreneurs of Jember Regency; and 3) the test results demonstrate that 

work discipline has a big and favourable impact on the performance of the personnel of the Department of 

Cooperatives and Micro Enterprises in Jember Regency. 

Based on the findings of the research, the following recommendations may be made: 1) Employees of the 

Dept of Cooperative societies and Micro - entrepreneurs of Jember Regency are advised to enhance their 

performance by focusing on elements that have a substantial impact on employee performance, such as job 

motivation, organisational culture, and employee discipline. Existing high-performing employees are expected to 

maintain and, if feasible, increase their performance; 2) The local government must eradicate the culture that is 

prevalent in all OPD (Regional Apparatus Organizations), namely that the assessment of work behaviour in DP3 

must not decrease, at least the same as the assessment of performance behaviour in the previous year or increase; 

3) For future study, it is anticipated that research variables will be added to enrich our understanding of the 

elements that impact employee performance. 
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