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ABSTRACT 

The increasing electricity demand requires electricity companies to achieve 

the specified targets in meeting stakeholder needs by improving the quality 

of Human Resources through various aspects. This study aims to determine 

the effect of organizational culture, organizational commitment, and 

organizational communication on employee performance at PT PLN 

(Persero) UP3 Sidoarjo. This research uses quantitative research. The 

population in this study were all employees of PT PLN (Persero) UP3 Sidoarjo 

as many as 95 employees. The sampling technique uses total sampling 

where all members of the population are taken as samples. The type of data 

used in this study is primary data obtained through distributing 

questionnaires and secondary data. The results of this study indicate that 

1) organizational culture partially has a positive and significant effect on 

employee performance, 2) organizational commitment partially has a 

positive and significant effect on employee performance, 3) organizational 

communication partially has a positive and significant effect on employee 

performance, 4) organizational culture, organizational commitment, and 

organizational communication simultaneously have a positive and 

significant effect on employee performance at PT PLN (Persero) UP3 

Sidoarjo  
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INTRODUCTION 

In the current era of globalization, electricity is needed in everyday life such as the use of lights 

and so on that can affect human activities. Especially in the millennial era, there are also many 

sophisticated tools and technology, where the basis for operating technology also uses electric 

power (Maria Yustanti Deta et al., 2023). By seeing this, every company requires human resources 

to develop a firm attitude in taking action. Therefore, human resources who have the will and 

ability to commit to the organization or company are needed. In addition, human resources must 

also be sensitive to technological changes (Economy & Djemma, 2023). Because human resources 

are a key component in every company to achieve its goals. Where the strength of human 
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resources lies in the character or behavior of each employee and employee loyalty to the company 

(Huda & Farhan, 2019).  

 PT PLN (Persero) is one of the State-Owned Enterprises that manages all electricity sectors 

in Indonesia. Although considered a monopolistic company, PT. PLN (Persero) is also not spared 

to develop every reliable employee performance in accelerating business growth in the era of 

globalization. The performance improvement will be able to meet the demands of stakeholders 

and can increase company profitability and customer satisfaction (Joushan, Shindie Aulia , 

Syamsul, Muhammad , Kartika, 2015).  

Employee Performance is an achievement produced by an employee when carrying out 

the entire work given during a certain period (Autumn, 2020). Employee performance can be 

measured by the quantity of work, quality of work, work loyalty, and results achieved. To be able 

to achieve organizational goals, good performance is needed so that the company or organization 

can run as expected and set. The success of a company or organization requires humans who 

have the same goal of developing careers and increasing income in the company (Syahputra et al., 

2020). The importance of performance measurement can find out how appropriate an employee 

is in carrying out his duties and responsibilities (Featuring Leo, 2022).  

Table 1 Data on the Realization of Electricity Distribution Performance 

 JANUARY FEBRUARY MARET APRIL MAY JUNE JULY AGUSTUS SEPTEMBER OCTOBER 

Kwh Buy 365.712.325 325.733.991 377.944.053 292.276.820 369.076.309 352.997.959 369.169.108 372.368.641 362.342.219 393.251.360 

Kwh Sell 347.993.927 312.176.539 359.815.260 275.983.572 350.438.137 338.144.083 353.518.582 353.710.990 345.411.363 373.115.578 

Susut Kwh 16.333.240 12.213.887 16.738.520 14.945.627 17.246.144 13.380.012 14.140.654 17.147.220 15.441.999 18.599.932 

Target 

(Cumulative) 

349.990.000 685.110.000 1.034.280.000 1.350.030.000 1.699.130.000 2.033.960.000 2.395.360.000 2.756.430.000 3.115.070.000 3.475.200.000 

Realization 

(Cumulative) 

351.530.000 667.560.000 1.031.820.000 1.311.400.000 1.665.280.000 2.007.180.000 2.364.400.000 2.721.920.000 3.071.220.000 3.447.840.000 

Monthly 

Depreciation 

(%) 

4,47 3,75 4,43 5,11 4,67 3,79 3,83 4,6 4,26 4,73 

Data source : PT. PLN (Persero) UP3 Sidoarjo 

 It can be seen from the results of the data, that there are the number of electrical energy 

sales that have been realized and unrealized by PT. PLN (UP3) Sidoarjo. There is a realization of 

electrical energy sales that have not been maximized in achieving its target. Where the sales can 

be influenced by the performance of its employees. 

 Several factors can affect the success of employee performance, one of which is 

organizational culture. Organizational culture is a form of assumptions and shared values that are 

set and carried out by a company. Organizational culture is a characteristic that distinguishes 

companies from one another (Ernawati et al., 2021). In an organization, there are several 

collections of individuals who differ in characteristics, traits, backgrounds, expertise, and so on 

(Septiorinii, 2021). Organizational culture is needed to achieve organizational goals that serve as a 

reference for one's behavior. By making a good organizational culture can create a competitive 

advantage that can support organizational strategy and vice versa if the organizational culture is 

bad, it will hinder the course of organizational goals (Hendra, 2020). 

 In addition, the factor that affects performance is Organizational Commitment. The 

meaning of a commitment is a great expectation to consistently become a member in an 

organization. This hope is realized by showing all efforts on behalf of the organization. (Astuti, 

2022). An employee with high organizational commitment brings the expected results of work. The 

basis of organizational commitment lies in employee confidence in organizational values, 
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employee willingness to support the realization of organizational goals. On the other hand, 

employees with low organizational commitment tend to view themselves as outsiders and do not 

want to see themselves as long-term members of the organization. (Frimayasa & Lawu, 2020). In 

organizations, organizational commitment is considered very important because this commitment 

determines the attachment of employees to the organization to continue to join the organization 

(Djoh et al., 2021). 

 In addition to organizational culture and organizational commitment, what is also an 

important aspect in influencing employee performance or achievement is organizational 

communication. Organizational communication can be interpreted as sending and receiving 

useful messages between two or more people in the organization or company, so that relevant 

messages can be understood (Hermawan &; Adiyani, 2022). The success of the organization in 

achieving its goals cannot be separated from the creation of good communication. (Fransiska & 

Tupti, 2020) Communication in organizations facilitates the fulfillment of all tasks for which they 

are responsible. Efforts to improve communication not only between superiors and subordinates, 

but also between colleagues, so that all employees can work comfortably. 

 This research is motivated by an evidence gap, which means that the results of previous 

studies are inconsistent. In the organizational culture variable, research was found that states that 

organizational culture can partially affect employee performance (Baihaqi & Saifudin, 2021), 

however, other research results were also found that stated that organizational culture had no 

effect on employee performance (Al-Ayyubi, 2019). In addition, the variable of organizational 

commitment there is research that proves that there is a positive and significant influence on 

employee performance (Sidik et al., 2021), as for other research proves that organizational 

commitment has a negative and insignificant effect on employee performance (Hendri & Kirana, 

2021). Furthermore, there is a statement about organizational communication supported by 

research that suggests that organizational communication has an influence on employee 

performance (Sutarto & Habeahan, 2022), while other studies state that organizational 

communication has no effect on performance (Tiyas & Parmin, 2021).  

LITERATURE REVIEW 

Organizational Culture 

Organizational culture is an understanding of the values and beliefs developed within an 

organization or department that guide the actions of members of the organization. (Anggara et 

al., 2022). Some indicators of organizational culture that have been adjusted at PT. PLN (Persero) 

is as follows: Trustful, Competent, Harmonious, Royal, Adactive, Collaborative. 

Organizational culture is a series of activities carried out jointly by an organization that can 

distinguish between the organization and other organizations. This will affect the way a person 

thinks and acts so that it will be the basis for assessing the good or bad actions of employees 

(Marlina et al., 2020). This explanation is reinforced in research (Zahriyah et al., 2015), which states 

that organizational culture affects employee performance. Based on this description, the following 

hypothesis was formulated: 

 

H1: organizational culture affects employee performance 

Organizational commitment 

Organizational commitment is a condition in which an employee sides with the organization 

and its goals and intends to maintain its membership (Budiantara et al., 2022).  Organizational 

commitment can be seen from three factors, namely: trust and strong acceptance of the goals and 

values of the arrangement; willingness to strive to achieve the interests of the organization; and a 

strong desire to maintain membership in the organization (Burhannudin et al., 2019). The 
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indicators regarding Organizational Commitment (Meutia & H) : Affective Commitment, 

Sustainable Commitment, and Normative Commitment. 

Organizational commitment is the loyalty of an employee to an organization and has the 

willingness to maintain organizational membership so that they will do the best for the 

organization (Suhardi et al., 2021). In Research (Pribowo, 1845), suggesting that organizational 

commitment has a significant positive effect on employee performance. Based on this description, 

the following hypothesis was formulated: 

 
H2: organizational commitment affects employee performance 

 

Organizational communication 

Organizational communication is a series of activities to send and receive messages from all 

activities or work carried out in an organization The purpose of delivering messages is to achieve 

organizational goals effectively. (Azwina, 2020). Indicators of organizational communication : 

(Herawati et al., 2022) Openness, empathy, supportive attitude, positive attitude, equality. 

Communication is very important in an organization because the delivery of information that 

is smooth and appropriate will improve the performance of members of the organization so that 

employees will be more involved in running the organization to be more advanced (Leadership et 

al., 2020). In research (Firdaus & Hakim, 2020), suggesting that organizational communication has 

an effect on employee performance. Based on this description, the following hypothesis is 

formulated: 

 

H3: organizational communication affects employee performance 

Employee Performance 

According to the agreement of experts, performance leads to the necessary behavior and work 

results. However, what is assessed is the work produced. Thus, it can be understood that a 

person's work behavior that is assessed according to organizational provisions and can show good 

results is a performance demand. Because basically, a leader uses performance as a measuring 

tool in assessing the quality of employee work. It can be interpreted that all work behaviors, 

attitudes, and abilities to achieve work results can be assessed as a performance (Sutoro et al., 

2020). There are several dimensions that determine a person's performance, to facilitate 

interaction between fellow employees and between superiors and employees. (Robbins & Judge, 

2016) namely: ability to work, quantity of speed in completing work, accuracy and accuracy, loyalty, 

initiative and cooperation. 

Organizational culture is a person's attitude or behavior that reflects the value of a person's 

personality in an organization. These habits will determine employee performance (Muis et al., 

2018) To maintain the value that is the benchmark in the work, it is also necessary to have 

organizational commitment to strengthen employee trust and loyalty (Maharani & Efendi, 2019). 

In maintaining organizational culture and commitment in the organization, organizational 

communication is also needed (Keeping Up with Tanjung, 2020). This explains that when the three 

variables are put together, it will produce a positive value. 

 

H4: Organizational culture, organizational commitment, and organizational communication 

affect employee performance.  

METHODS 

This research implements quantitative research methods (Hadju & Adam, 2019). The location 

of this research was conducted at PT. PLN (Persero) UP3 Sidoarjo. The population taken in this 

study is employees of PT. PLN (Persero) UP3 Sidoarjo as many as 95 (Megantara et al., 2019). The 
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sample is part of the characteristics and population number to be studied.(Abadiyah, 2016)  The 

sampling method used in this study is the probability sampling method with total sampling 

techniques (Yolinza & Marlius, 2023). The method of collecting information in this study is by 

distributing questionnaires. The data analysis technique uses SPSS Statistics version 25. By testing 

validity test, reality test, multiple linear regression test, normality test, heteroscedasticity test, 

multicolonicity test, partial T test, F test, Multiple Correlation Coefficient test, Multiple 

Determination Coefficient test. 

RESULTS 

Validity Test 

Table 2. Validity Test Results 

Variable Item Correlation R-table sig. Information 

    (r count)       

Organizational Culture (X1) X1. P1 0,743 0,202 0,000 VALID 

 X1. P2 0,714 0,202 0,000 VALID 

 X1. P3 0,714 0,202 0,000 VALID 

 X1. P4 0,718 0,202 0,000 VALID 

 X1. P5 0,773 0,202 0,000 VALID 

 X1. P6 0,738 0,202 0,000 VALID 

 X1. P7 0,787 0,202 0,000 VALID 

 X1. P8 0,752 0,202 0,000 VALID 

 X1. P9 0,779 0,202 0,000 VALID 

 X1. P10 0,798 0,202 0,000 VALID 

 X1. P11 0,731 0,202 0,000 VALID 

 X1. P12 0,735 0,202 0,000 VALID 

 X1. P13 0,723 0,202 0,000 VALID 

 X1. P14 0,736 0,202 0,000 VALID 

 X1. P15 0,728 0,202 0,000 VALID 

 X1. P16 0,741 0,202 0,000 VALID 

 X1. P17 0,770 0,202 0,000 VALID 

  X1. P18 0,741 0,202 0,000 VALID 

Organizational Commitment 

(X2) X2. P1 0,747 0,202 0,000 VALID 

 X2. P2 0,780 0,202 0,000 VALID 

 X2. P3 0,863 0,202 0,000 VALID 

 X2. P4 0,854 0,202 0,000 VALID 

 X2. P5 0,887 0,202 0,000 VALID 

 X2. P6 0,826 0,202 0,000 VALID 

 X2. P7 0,853 0,202 0,000 VALID 

 X2. P8 0,862 0,202 0,000 VALID 

  X2. P9 0,752 0,202 0,000 VALID 

Organizational 

Communication (X3) X3. P1 0,832 0,202 0,000 VALID 

 X3. P2 0,783 0,202 0,000 VALID 

 X3. P3 0,813 0,202 0,000 VALID 

 X3. P4 0,843 0,202 0,000 VALID 

 X3. P5 0,848 0,202 0,000 VALID 

  X3. P6 0,845 0,202 0,000 VALID 

Employee Performance (Y) Y.P1 0,721 0,202 0,000 VALID 

 Y.P2 0,713 0,202 0,000 VALID 

 Y.P3 0,726 0,202 0,000 VALID 

 Y.P4 0,753 0,202 0,000 VALID 

 Y.P5 0,735 0,202 0,000 VALID 

 Y.P6 0,736 0,202 0,000 VALID 

  Y.P7 0,706 0,202 0,000 VALID 

Source : SPSS 25 Output Result, data processed 2024 
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 The validity test in the table above is by comparing the rhitung > rtabel value or by looking at 

the significance value of < 0.05. It can be seen from the test results that the rtabel value is 0.202, 

then all statement items can be said to be valid because > 0.202. And there is a significance value 

of 0.000 < 0.05, then the statement is said to be valid. 

Reliability Test 

Table 3. Reliability Test Results 

Variable Cronbach Alpha Value (T-table) Information 

Organizational Culture (X1) 0,952 0,202 Reliable 

Organizational Commitment (X2) 0,941 0,202 Reliable 

Organizational Communication (X3) 0,908 0,202 Reliable 

Employee Performance (Y) 0,848 0,202 Reliable 

Source : SPSS 25 Output Result, data processed 2024 

 Data reliability tests can be said to be reliable if the value Cronbach Alpha > 0.6. From the 

data above, reliability testing results were obtained on the Organizational Culture variable of 

0.952, the Organizational Commitment variable of 0.941, the Organizational Communication 

variable of 0.908, and the Employee Performance variable of 0.848. From all the results of the 

analysis of these variables, it is known that the value Cronbach Alpha > 0.6. Then the questionnaire 

data used can be said to be reliable. 

Classic Assumption 

Normality Test 

Table 4. Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 

  

Unstandardized 

Residual 

N 95 

Normal 

Parametersa,b 

Mean 0.0000000 

Std. Deviation 2.36341915 

Most Extreme 

Differences 

Absolute 0.069 

Positive 0.069 

Negative -0.045 

Test Statistic 0.069 

Asymp. Sig. (2-tailed) .200c,d 

a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

d. This is a lower bound of the true significance. 

Source : SPSS 25 Output Result, data processed 2024 

 In the normality test, it can be said to be normal if the significance value is greater than 5% 

or 0.05. It can be seen from the test results above that the result of the significance value is 0.2 

which means > 0.05. So it shows that this research variable contains data that meets the 

assumption of normal distribution. 
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Heteroscedasticity Test 

Figure 1. Heteroscedasticity Test Results 

 

 In this study, heteroscedasticity tests were carried out using graphical methods whose 

results can be seen from scatterplots. Based on the figure above, it can be seen that the data can 

be evenly distributed throughout the causdran (above and below the zero value of horizontal and 

vertical lines or X and Y axes). Therefore it can be concluded that there is no heterogeneity or 

heteroscedasticity does not occur. 

Multicollinearity Test 

 The multicollinearity test can be seen based on the VIF value (Variance Inflation Factor). If 

the VIF value of all independent variables is less than 10, it can be ascertained that the 

multicollinearity test in this study reaches the level of linearity or multicollinearity does not occur. 

Table 5. Multicollinearity Test Results 

Coefficient 

Model 

Unstandardized 

Coefficients 

Standar

dized 

Coefficie

nts 

t Say. 

Collinearity Statistics 

B 

Std. 

Error Beta 

Toleranc

e BRIGHT 

1 (Constant) 15.804 2.330 
 

6.782 0.000 
  

Organizational 

Culture 

0.122 0.039 0.367 3.113 0.002 0.544 1.839 

Organizational 

Commitment 

0.071 0.051 0.137 1.380 0.171 0.767 1.304 

Organizational 

Communication 

0.119 0.084 0.157 1.425 0.157 0.621 1.610 

a. Dependent Variable: Employee Performance 

Source : SPSS Output Results, data processed 2024 

 Based on testing these data, the results were obtained stating that the VIF value of the 

Organizational Culture Variable (X1) was 1.839 < 10 and the tolerant value of 0.544 > 0.1, the VIF 

of the Organizational Commitment Variable (X2) was 1.304 < 10 and the tolerant value of 0.767 > 

0.1, and the VIF of the Organizational Communication Variable (X3) was 1.610 < 10 and the tolerant 

value of 0.621 > 0.1. Therefore, the independent variables used in this study did not occur 

multicollinearity. 
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Multiple Linear Regression Analysis 

 In this study using multiple linear regression because the number of independent 

variables is more than two and using multiple analysis to answer the hypothesis that has been 

proposed. 

Table 6. Multiple Linear Regression Analysis Test Results 

Coefficient 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Say. B Std. Error Beta 

1 (Constant) 15.804 1.165   13.564 0.000 

Organizational 

Culture 

0.122 0.020 0.528 6.227 0.000 

Organizational 

Commitment 

0.071 0.026 0.197 2.761 0.007 

Organizational 

Communication 

0.119 0.042 0.226 2.851 0.005 

a. Dependent Variable: Employee Performance (Y) 

      Source : SPSS Output Results, data processed 2024 

 Based on the table above, a regression equation model can be obtained as follows: 

Y = a + b1X1 + b2X2 + b3X3 + e 

Y = 15,804 + 0,122 X1 + 0,071 X2 + 0,119 X3 

 

From the regression equation, it can be explained that: 

The value of the constant (a) is positive for 15.804. This shows that when the variables 

Organizational Culture (X1), Organizational Commitment (X2), and Organizational Communication 

(X3) are considered constant or have a fixed value, the level of Employee Performance is 15,804. 

In the Organizational Culture variable, the b1 coefficient reaching 0.122 indicates a positive 

value on employee performance. Therefore, it can be concluded that if the Organizational Culture 

variable increases by one unit, then the Employee Performance variable will increase by 0.122 

units. 

The variable Organizational Commitment coefficient b1 reached 0.071 indicating a positive 

influence on Employee Performance. Therefore, it can be concluded that if the Organizational 

Commitment variable increases by one unit, the Employee Performance variable will increase by 

0.071 units. 

Organizational Communication Variable coefficient b1 of 0.119 which shows a positive 

influence on Employee Performance. Therefore, it can be concluded that if the Organizational 

Communication variable increases by one unit, the employee performance variable will also 

increase by 0.119 units. 

 

T Test 

 Test T (Partial) Variable can be said to have a positive influence if the value of thitung > 

ttabel  where t table is at a significant confidence level of 5% (0.05) and known n = 95 and k = 4, then 

t = (α;  n – k) / (0.05; 95 – 4) / (0.05; 91), so that the t table is 1.986 and also the variable can be said 

to have a positive effect if the significance value < 0.05.  
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Table 7. Hasil Uji T. 

Coefficient 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Say. B Std. Error Beta 

1 (Constant) 15.804 1.165   13.564 0.000 

Organizational 

Culture 

0.122 0.020 0.528 6.227 0.000 

Organizational 

Commitment 

0.071 0.026 0.197 2.761 0.007 

Organizational 

Communication 

0.119 0.042 0.226 2.851 0.005 

a. Dependent Variable: Employee Performance (Y) 

Source : SPSS Output Results, data processed 2024 

Organizational Culture (X1) 

 Based on the test results in the table above, a calculated t value of 6.227 was obtained, 

indicating that the thitung > ttabel value (6.227 > 1.986) and obtained a significance value of 0.000 < 

0.05. This means that the Organizational Culture variable has a significant influence on the 

Employee Performance variable at PT. PLN (Persero) UP3 Sidoarjo. 

 

Organizational Commitment (X2) 

 Based on the test results, a calculated t value of 2.761 was obtained which showed that 

the thitung > ttabel value (2.761 > 1.986) and obtained a significance value of 0.007 < 0.05. This means 

that the variable Organizational Commitment has a significant influence on the variable of 

Employee Performance at PT. PLN (Persero) UP3 Sidoarjo. 

 

Organizational Communication (X3) 

 Based on the test results, a calculated t value of 2.851 was obtained which showed that 

the thitung > ttabel value (2.851 > 1.986) and obtained a significance value of 0.005 < 0.05. This means 

that the Organizational Communication variable has a significant influence on the Employee 

Performance variable at PT. PLN (Persero) UP3 Sidoarjo. 

 

Test F 

Table 8. Hasil Uji F 

ANOVA 

Model 

Sum of 

Squares df 

Mean 

Square F Say. 

1 Regression 238.097 3 79.366 55.021 .000b 

Residual 131.265 91 1.442     

Total 369.363 94       

a. Dependent Variable: Employee Performance (Y) 

b. Predictors: (Constant), Organizational Communication, Organizational Commitment, 

Organizational Culture 

Source : SPSS Output Results, data processed 2024 

 In the f Test (Simultaneous), the variable can be said to have a positive influence if the 

value of the fcount > ftable where the f table is at a significant confidence level of 5% (0.05) and is 

https://jurnal.unived.ac.id/index.php/er/index


ISSN: 2338-8412 e-ISSN : 2716-4411 

2036 | Fita Widi Rahmawati, Kumara Adji Kusuma; The Influence Of Organizational Culture.. 

known n = 95 and k = 4, then f = (k - 1 ; n - k) / (4 - 1 ; 95 - 4) / ( 3 ; 91), so that the f table is obtained 

by 2.7 and can be seen from the test results in the table above shows that the calculated f value is 

greater than the f table value which is 55.021 > 2.7. While the significance value is less than α, 

which is 0.000 < 0.05. Thus from these results it can be concluded that H0 is rejected while Ha is 

accepted. This means that the independent variable has a simultaneous influence on the 

dependent variable. Therefore, it can be concluded that Organizational Culture (X1), 

Organizational Commitment (X2), and Organizational Communication (X3) simultaneously affect 

Employee Performance (Y). 

Multiple Correlation Coefficient Test 

Table 9. Multiple Correlation Coefficient Test Results 

Model Summary 

Model R 

R 

Square 

Adjuste

d R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Say. F 

Change 

1 .803a 0.645 0.633 1.201 0.645 55.021 3 91 0.000 

a. Predictors: (Constant), Organizational Communication, Organizational Commitment, 

Organizational Culture 

Source : SPSS Output Results, data processed 2024  

 The Multiple Correlation Coefficient test if the significant value of F Change < 0.05. Based 

on the test results, there is an F change value of 0.000 < 0.05 which means that the variables in 

this study have a significant relationship. Then it is known that the level of closeness of the 

relationship between the independent variable (X) and the dependent variable (Y) is 0.803, the 

value is at the level of a very strong relationship level. Therefore, it can be concluded that 

Organizational Culture (X1), Organizational Commitment (X2), and Organizational Communication 

(X3) have a significant relationship with Employee Performance (Y).  

Multiple Determination Coefficient Test 

Table 10. Multiple Determination Coefficient Test Results 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .803a 0.645 0.633 1.201 

a. Predictors: (Constant), Organizational Communication, Organizational Commitment, 

Organizational Culture 

Source : SPSS Output Results, data processed 2024 

 The Multiple Determination Coefficient Test is used to test how much the independent 

variable (X) contributes to the dependent variable (Y). Based on the table of research results, the 

value of the R Square (R2) coefficient is 0.645 or 64.5%. So, it can be concluded the magnitude of 

the influence of the Organizational Culture variable on Employee Performance by 0.645 (64.5%).  

 

DISCUSSION 

First Hypothesis (𝑯𝟏): Organizational Culture (X1) affects Employee Performance (Y)𝑯𝟏 

 Based on the test results, it can be seen that organizational culture has a positive and 

significant effect on the performance of PT. PLN (Persero) UP3 Sidoarjo, then the first hypothesis 

(H1) is accepted. This is evidenced by the results of a partial test (T) of organizational culture 

variables (X1) on employee performance (Y) which shows that the tcount > ttable is 6.227 > 1.986 and 

the significance value is 0.000 < 0.05. From the test results, it can be concluded that the first 

hypothesis, namely organizational culture, has a positive effect, meaning that the better the 

organizational culture owned by an employee, the better the performance produced. 
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 The results of this research agree with previous research (Baihaqi & Saifudin, 2021) With 

the results of research that states that organizational culture partially has a positive and significant 

influence on employee performance. But inversely proportional to research (Al-Ayyubi, 2019) 

which states that organizational culture does not have a positive and significant effect on 

performance. 

 

Second Hypothesis (𝐇𝟐): Organizational Commitment (X2) affects Employee Performance 

(Y)𝐇𝟐 

 Based on the test results, it can be seen that organizational commitment has a positive 

and significant effect on the performance of PT. PLN (Persero) UP3 Sidoarjo, then the first 

hypothesis (H2) is accepted. This is evidenced by the results of a partial test (T) of organizational 

culture variables (X1) on employee performance (Y) which shows that the tcount > ttable is 2.761 > 

1.986 and the significance value of 0.007 < 0.05. From the test results, it can be concluded that the 

second hypothesis, namely organizational commitment, has a positive effect, meaning that the 

better organizational commitment an employee has, the better the performance produced. 

 This agrees with previous research (Sidik et al., 2021) With the results of research that 

states that organizational commitment partially has a positive and significant influence on 

employee performance. But inversely proportional to research (Hendri & Kirana, 2021) which 

states that organizational commitment has a negative and insignificant effect on performance. 

 

Third Hypothesis (𝐇𝟑): Organizational Communication (X3) affects Employee Performance 

(Y)𝐇𝟑 

 Based on the test results, it can be seen that organizational communication has a positive 

and significant effect on the performance of PT. PLN (Persero) UP3 Sidoarjo, then the first 

hypothesis (H3) is accepted. This is evidenced by the results of a partial test (T) of organizational 

culture variables (X1) on employee performance (Y) which shows that the tcount > ttable is 2.851 > 

1.986 and the significance value is 0.005 < 0.05. From the test results, it can be concluded that the 

third hypothesis, namely organizational communication, has a positive effect, meaning that the 

better organizational communication an employee has, the better his performance 

 The results of this research agree with previous research (Sutarto & Habeahan, 2022) With 

the results of research that states that organizational communication partially has a positive and 

significant influence on employee performance. But disagree with the research (Tiyas & Parmin, 

2021) which states that organizational culture does not have a positive and significant effect on 

performance. 

 

Fourth Hypothesis ( 𝐇𝟒 ): Organizational Culture (X1), Organizational Commitment (X2), 

Organizational Communication (X3) simultaneously affect Employee Performance (Y)𝐇𝟒 

 Based on the results of testing the variables of competence (X1), work life balance (X2) and 

work discipline (X3) have a significant effect simultaneously on the performance of employees of 

the Community and Village Empowerment Office of Sidoarjo Regency, then H4 is accepted. 

Evidenced by the results of simultaneous tests (F) where Fcount > Ftable, namely (162.031 > 2.70). So 

it can be concluded that when the three variables, namely competence, work life balance and work 

discipline, are combined, it can affect the performance of employees of the Community and Village 

Empowerment Office of Sidoarjo Regency. 

 It can be seen from the results of the questionnaire, that the performance of PT. PLN 

(Persero) UP3 Sidoarjo is most influenced by Organizational Commitment with the second 

statement indicator being continuous commitment regarding the ability to survive in work, 

compared to factors of Organizational Culture and Organizational Communication. High 

organizational commitment can often be attributed to high loyalty and dedication to the job as 

well as the company. 

 

https://jurnal.unived.ac.id/index.php/er/index
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CONCLUSION 
Based on the discussion and results of research conducted at PT. PLN (Persero) UP3 Sidoarjo 

regarding the influence of organizational culture, organizational commitment, and organizational 

communication on employee performance can be concluded that: 

1. The results of the first hypothesis testing partially show that organizational culture variables 

have a positive and significant effect on the performance of PT employees. PLN (Persero) UP3 

Sidoarjo. 

2. The results of testing the second hypothesis partially show that the variable organizational 

commitment have a positive and significant effect on the performance of PT employees. PLN 

(Persero) UP3 Sidoarjo. 

3. The results of testing the third hypothesis partially show that the variable organizational 

commitment have a positive and significant effect on the performance of PT employees. PLN 

(Persero) UP3 Sidoarjo. 

4. The results of testing the fourth hypothesis simultaneously show that the variables of 

organizational culture, organizational commitment, and organizational communication have a 

positive and significant effect on the performance of PT employees. PLN (Persero) UP3 Sidoarjo. 
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