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Abstract. This study objective is to determine the role of job satisfaction in 
mediating the effects of organizational culture and organizational learning on 
employee performance at PT Techno Motor Indonesia. PT Techno Motor 
Indonesia is engaged in motorcycle repair, maintenance services, and spare parts 
sales. This study used a questionnaire as a data collection method involving 123 
people. The questionnaire used a Likert scale method. This study employed 
proportionate stratified random sampling. Data were analyzed using SEM-PLS. 
The results indicated that organizational learning is having a positive but not 
major effect on employee’s performance. Organizational culture is having a 
positive and major effect on employee’s performance. Organizational learning 
had a positive and major effect on job satisfaction. Organizational culture had a 
positive and major effect on job satisfaction. Job satisfaction had negative and 
not major effect on employee’s performance. Job satisfaction could not mediate 
the positive and significant effect of organizational culture on employee’s 
performance. Job satisfaction could not mediate the positive and significant 
effect of organizational learning on employee’s performance. 
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1 Introduction  

In this globalization era, companies engaged in services need to improve their service 
quality and innovate to get as many consumers as possible from the current market share. 
Organizations must make breakthroughs with innovation and technology to create a 
competitive advantage. Organizations that want to build a competitive advantage on the 
market need the best human resources [1]. Human resources (HR) are a valuable asset for the 
company because they contribute to its competitive advantage in increasing effectiveness and 
efficiency and helping to explore new business opportunities [1]. 

PT. Techno Motor Indonesia is one of the leading subsidiaries operating in Indonesia. 
Since January 2019, PT. Techno Motor Indonesia has been doing a realignment in HR 
management. Commitment from top management and the HR department of PT. Techno 
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Motor Indonesia to continuously improve the quality of HR management. PT. Techno Motor 
Indonesia takes advantage of digital technology in every business activity. It has been a big 
challenge for PT. Techno Motor Indonesia to compete with its competitors. Employees must 
support the company’s ability to adapt to the current situation with excellent skill and behavior 
following the company’s strategy and goals. Therefore, at PT. Techno Motor Indonesia, it is 
necessary to improve employee satisfaction to increase employee productivity and 
performance—satisfied employees are willing to carry out duties, task and responsibilities 
properly. 

Hendri and Fidyah et al. confirm that job satisfaction has a significant also positive impact 
on employee’s performance. It plays an important role towards increasing employee 
performance—when employees are satisfied, they will do their best to complete their tasks [2], 
[3]. Job satisfaction applies to a person’s attitude (emotional reaction) to his work—the 
emotional reactions can be in the form of employees feeling satisfied (positive) or feeling 
dissatisfied (negative) [4]. In addition, job satisfaction is considered a major component in 
analyzing whether the company’s performance has been achieved well; it is considered one of 
the important indicators in directing employees to achieve organizational goals [5]. Fidyah and 
Setiawati found the influence between organizational culture and job satisfaction [3]. 
Organizational culture is the main value in an organization. These values are maintained and 
developed by all employees [6]. The success of employees in the organization is characterized 
by the ability to form behaviours suitable for the organizational culture (Stokes et al., 2019 in 
Tran, 2020) [5]. The culture of an organization represents its success. Fidyah et al. confirmed 
that organizational culture had a significant and positive effect on employee’s performance [3]. 

Aside from organizational culture, companies also need to assess organizational learning as 
an attempt to manage organizational behaviour. Organizational learning has a high level of 
competitiveness and is considered a very appropriate strategy for organizational success in the 
long term [7]. Today, organizational learning is a necessity, not an option. PT. Techno Motor 
Indonesia strives to improve organizational learning s through problem-solving training 
programs where employees are given exercises and case studies to learn from. It aims to 
develop the critical thinking of employees so and help them to pay attention to details while 
working. Every member of the organization must continue to innovate to face every challenge. 
The speed of the organization to continue to learn can be the most important source of 
sustainable competitive advantage for the company [8]. 

Thus, the basic elements needed by an organization to continue learning include patterns of 
information sharing, employee attitudes, learning practices, and a mindset of achieving goals 
[2]. Managing employee performance to make employees focused, committed, and satisfied 
by developing a conducive and cohesive organizational culture has always been challenging 
for managers and company owners. 
 
 
2 Literature Review  
 

Jain and Moreno describe organizational learning as the most important process for 
organizational growth by developing better core competencies. Organizational learning has a 
high level of competitiveness and is considered a very appropriate strategy for organizational 
success in the long term [7]. Marazi affirms that organizational learning is a very appropriate 
instrument to increasing employee performance, and it has a significant and positive impact 
towards employee performance [9]. The increase in organizational learning activities can 
increase knowledge, abilities, and skills to improve employee performance. However, this 



 
 

study does not align with Hendri that organizational learning has an insignificant effect on 
employee performance [2]. 
H1: Organizational learning has a significant and positives effect on employee performance. 

Soomro et al. mention that an organizational culture holds the main values in the 
organization. These values are developed and maintained by all employees in the organisation 
[6]. Stokes et al. in Tran state that the success of employees in the organization is 
characterized by the ability to form behavior that is following the organizational culture [5]. 

Organizational culture is a pattern of shared perceptions adopted by organizations, which 
make that organization different from the others [3]. The success of the organization is seen 
from its practice in producing efficient and effective employee performance. Fidyah and 
Setiawati and Sihombing et al. confirm that organizational culture has a significant as well as 
positive impact on employee’s performance [3], [10]. The better the organizational practice is, 
the better the employee performance will become. These studies, yet, contradict Harwiki, 
revealing that organizational culture has an insignificant as well as negative effect on 
employee’s performance [11]. 
H2: Organizational culture has a significant and positives effect on employee performance. 

Substantially, organizational learning will affect employee satisfaction towards employee’s 
work, so that the employee believe that the work they are currently doing is considered so 
important and meaningful for the progress of the organization, and employees can carry out 
work based on the tasks and responsibilities given [2]. 

Hendri confirms that organizational learning has a major and positive effect on job 
satisfaction [2]. More organizational learning can increase employee job satisfaction. It will 
happen by developing employee attitudes to make improvement of related assigned task and 
responsibility happen continuously and be more open minded in accepting different ideas and 
constructive criticism. It is in same page with the research conducted by Samreena Hamid 
Marazi, revealing that organizational learning is having a significant as well as positive effect 
on job satisfaction [9]. 
H3: Organizational learning has a significant and positives effect on job satisfaction. 

An organizational culture certainly has the important values reflected in an organization 
[6]. Organizational culture is  measured by the high or low level of job satisfaction of 
employees. Fidyah and Setiawati confirm that organizational culture positively and 
significantly influencing job satisfaction [3]. Excellent organizational culture can increase 
employee job satisfaction. This finding emphasizes that employees must practice 
organizational culture consistently. The study results are also supported by Soomro and Shah 
and Al-Sada, El-Esmael, Faisal that organizational culture positively influencing job 
satisfaction [6], [12]. However, these studies contradict Cronley and Kim, revealing that 
organizational culture has an insignificant as well as negative effect on job satisfaction [13]. 
H4: Organizational Culture has a significant and positives effect on job satisfaction. 

Hendri writes that employees feel satisfied at work because they have support from the 
company—in other words, their work is appreciated and considered so important and so 
meaningful for the progress of the company [2]. As such, employees have integrity following 
the rules set by the company. Hendri confirms that job satisfaction has a positive impact on 
employee performance. Not only that, job satisfaction also impacted the employee 
performance significantly [2]. The higher employee job satisfaction level, the better the 
employee’s performance will become. This finding is consistent with many other studies, such 
as Fidyah and Setiawati and Soomro et al. [3], [6]. This finding reflects the dedication of 
employees to support organizational success—employee satisfaction can improve performance 
and expand the company’s business network. However, these studies contradict Adiyasa and 



 
 

Windayanti (2019) and Ndulue and Ekechukwn, revealing that job satisfaction is having an 
insignificant as well as negative effect on employee’s performance [14], [15]. 
H5: Job satisfaction is having a significant and positives effect to employee’s performance. 

Fidyah and Setiawati examine the structural relationship between organizational culture, 
job satisfaction, and employee’s performance [3]. Fidyah and Setiawati confirm the empirical 
support for indirect effect of organizational culture towards employee’s performance that 
mediated by job satisfaction, and the indirect effect are actually bigger that the direct effect of 
organizational culture on employee’s performance [3]. 

Those findings illustrate that companies with a good organizational culture allow 
employees to feel satisfied with their work and produce a good performance. Sopyan and 
Ahman confirm that organizational culture has  strong attractiveness, while job satisfaction 
and employee performance have high attractiveness [16]. Fidyah and Setiawati confirm a 
bigger indirect influence (organizational culture on employee’s performance thru job 
satisfaction) than the direct influence (organizational culture on employee’s performance) [3]. 
However, these studies contradict Hayuningtyas, which confirms that job satisfaction cannot 
mediate the relationship of organizational culture to employee’s performance [17]. 
H6: Job satisfaction mediates a significant and positives influence of organizational culture to 
employee’s performance. 

Hendri has found that organizational learning indirectly affects employee’s performance 
thru job satisfaction [2]. It happens because organizational learning affects employee 
satisfaction—employees believe that their work is considered important and has a positive 
impact on the company, thus providing increased performance results. Marazi examined the 
structural relationship of the variables organizational learning, job satisfaction, and employee 
performance and confirmed that job satisfaction partially mediated the relation between 
organizational learning and employee’s performance [9]. This study found empirical evidence 
that job satisfaction becomes mediator variable between organizational learning as well as 
employee’s performance. Job satisfaction has a partial part as a mediator between the 
dependent and independent variables. It happens because when employees are involved in 
every learning activity, employees will feel satisfied with their work, then produce a good 
performance. 
H7: Job satisfaction mediates the positive and significant effect of organizational learning on 
employee performance. 
 
 
3 Research Method 
 
3.1 Research Design.  
 

The research tested hypotheses using a causal type of research. It employed a cross-
sectional approach that categorized respondents at several levels. Data were collected at the 
same time. 
 
3.2 Variable and Measurement.  
 

This study consisted of two independent variables (organizational learning and 
organizational culture), one mediating variable (job satisfaction), and one dependent variable 
(employee performance). Alternatives on the questionnaire used a Likert scale from 1 to 5 (1 = 



 
 

Strongly Disagree (STS), 2 = Disagree (TS), 3 = Moderately Agree (CS), 4 = Agree (S), and 5 
= Strongly Agree (SS)). 
 
3.3 Population and Sample.  
 

The method used was proportional stratified random sampling. The population was 177 
employees (including permanent employees, contract employees, consultants, and mechanics) 
at PT Techno Motor Indonesia. The total samples were 123 employees. 
 

 
Fig. 1. Conceptual Framework 

 
3.4 Research Variables 
 

a. Job Satisfaction. Job satisfaction is measured using five dimensions: the work itself, 
promotional opportunities, colleagues, salaries, and supervision [18].  

b. Organizational Learning. It has four dimensions: the information sharing pattern, 
inquiry climate, the learning practices, and the mindset of achievement [19]–[22].  

c. Organizational Culture. Organizational culture has seven dimensions: courage and 
innovation to take risks, attention to detail, results-orientedness, human-orientedness, 
team-orientedness, aggressiveness, and stability [23]. 

d. Employee Performance. It has six dimensions: quality, quantity, timeliness, cost-
effectiveness, need for supervision, and interpersonal impact [24]. 

e. Research Instruments. The questionnaire was used extensively first, and then a trial was 
conducted to measure the validity and reliability of the measuring instrument. The 
validity test in this study was obtained from the Average Variance Extracted (AVE) 
value using Pooled Least Square (PLS) data analysis. Each research variable is valid if 
the AVE value is > 0.50 by looking at the value of the Loading Factor (LF) > 0.60. The 
reliability test is represented in a Cronbach’s alpha that should be > 0.7 and composite 
reliability of > 0.7. 

f. Data Analysis Method. Structural Equation Modeling using Partial Least Square (PLS) 
without the goodness of fit. 

 



 
 

4 Results and Discussion 
 

Table 1. Hypothesis Testing Results 
Hypothesis Description T-statistics Coefficient Conclusion 

H1 Organizational learning significantly 
and positively affects employee’s 
performance. 

0.431012 0.083574 Not 
supported 

H2 Organizational culture significantly and 
positively affects employee’s 
performance. 

2.535159 0.529428 H2 accepted 

H3 Organizational learning positively and 
significantly affects job satisfaction. 

2.955740 0.404152 H3 accepted 
 

H4 Organizational culture positively and 
significantly affects job satisfaction. 

2.553030 0.386520 H4 accepted 

H5 Job satisfaction significantly and 
positively affects employee’s 
performance. 

0.691151 -0.130370 H5 rejected 

H6 Job satisfaction significantly and 
positively mediates the effect of 
organizational culture on employee’s 
satisfaction. 

-0.624013 -0.050391 H6 rejected 

H7 Job satisfaction significantly and 
positively mediates the effect of 
organizational learning on employee’s 
satisfaction. 

-0.639192 -0.052689 H7 rejected 

Source: Data analyzed (2020) 
 

Findings indicated no significant effect of organizational learning on employee 
performance, but the direction of the relationship was positive between organizational learning 
on employee performance. Learning activities facilitate behavior change, increase efficiency 
and effectiveness, and facilitate the achievement of organizational goals and objectives [9]. 
There seemed to be a lack of employee attitudes to accept challenges, create innovation and a 
good working atmosphere, and cooperate. Findings indicated that organizational culture had a 
significant and positive effect on employee’s performance. The success of an organization is 
seen from its pratice in producing an efficient and effective employee’s performance. If the 
organizational culture becomes better, the employee’s performance will become better. 

Findings indicated that organizational learning had a significant and positive effect on job 
satisfaction. Organizations that prioritize learning have seen results in greater employee job 
satisfaction. Organizational learning at PT Techno Motor Indonesia was able to influence 
employee satisfaction in which employees believed that the current job was meaningful and 
important to them. Findings indicated that organizational culture had a significant and positive 
effect on job satisfaction. A very strong organizational culture will increase employee job 
satisfaction. These findings emphasized that organizational culture was carried out 
consistently by every employee. 

Findings indicated that job satisfaction was having a negative as well as insignificant effect 
on employee’s performance. Individuals can feel both positive or negative feelings depending 
on their perception of the work being done. This result showed a negative perception of 
employees towards their work, causing employee performance to decline. Findings indicated 
that job satisfaction could not mediate the positive and significant influence of organizational 
culture on employee performance. Research at PT Techno Motor Indonesia illustrated that the 



 
 

job satisfaction felt by employees was different from their expectations, so organizational 
culture had a stronger direct influence on employee performance than the indirect effect 
through job satisfaction. 

Findings indicated that job satisfaction was not able mediating the positive and significant 
effect of organizational learning on employee performance. It was also related to the results of 
the H5 testing, which did not prove the relationship between job satisfaction and employee 
performance. In other words, no matter how high employee satisfaction was, it neither 
strengthened nor weakened employee performance. It might be driven by employee awareness 
their attitude towards work would have a consequence. They also seemed to realize the 
potential to be replaced by new and more efficient technologies and competition in the labor 
market. 
 
 
5 Conclusions  
 

Based on the findings, the following conclusions are presented. Organizational learning 
had a positive but did not have an significant effect to employee performances. Organizational 
culture had a significant and positive effect to employee performances. Organizational 
learning could influence job satisfaction positively and significantly. Organizational culture 
had a significant and positive effect to job satisfaction. Job satisfaction had a negative as well 
as not significant effect to employee’s performances. Job satisfaction could not mediate the 
positive and significant effect of organizational culture to employee’s performances. Job 
satisfaction could not mediate the positive and significant effect of organizational learning to 
employee’s performances. 
 
Manajerial Implications 

 
Organizational learning is having the most dominant influence on job satisfaction. 

Organizational learning at PT Techno Motor Indonesia was able to influence employee 
satisfaction that they felt their current job was very important and meaningful. PT Techno 
Motor Indonesia must continue to optimize organizational learning, so that employee job 
satisfaction sustain. PT Techno Motor Indonesia has been doing the right strategy by 
prioritizing the mindset of achievement in increasing job satisfaction. 

Organizational culture affected job satisfaction. Organizational culture was able to create 
good values as a foundation in the organization. It happened because PT Techno Motor 
Indonesia always encouraged employees to work together in completing work. Therefore, PT 
Techno Motor Indonesia must continue to create a good organizational culture to escalate 
employee job satisfaction. Attitudes and behavior towards work can shape job satisfaction. 

Organizational culture had the most prominent influence on employee’s performances. The 
success of an organiation is seen from its practice in producing efficient and effective 
employee’s performances. When the organizational culture becomes better, the employee 
performance will also be better. 
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