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INTRODUCTION
In 2024, the mandatory Community Health Center program will experience a

decrease, namely public health services from 90% to 75%. This program is a program that
supports improving public health by combining nursing science/practice with public health,

prioritizing comprehensive and integrated services. Service performance at Community
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Health Centers has experienced a decline, allegedly due to a lack of leadership ability in
communicating with employees and motivating employees. Their morale suffers as a result,
and they start putting off the task assigned by their bosses in favor of personal affairs.
Another factor contributing to lower job satisfaction is bonuses that are not earned in line
with performance. This decrease indicates that performance of the employee is not optimal.
Without the assistance of its top performers, an agency will not be able to meet its high
performance goals. Every agency is always influenced by the role of good human resources
who contribute optimally in carrying out their duties.

Performance is what an individual or group of individuals inside in an organization
can do in line with their power and duty to achieve its objectives legally and without
violating statutory regulations. Meanwhile, performance, is the outcome of individual’s
labor who completes the tasks dipending on ability, experience, seriousness and time.
Ethically, this means that employee’s performance determined by their capacity,
willingness, and ability to achieve work results or performance. Leadership is the capacity
to persuade others so that they can make an effort to achieve a predetermined target.
Furthermore, according to Sugiono and Lumban Tobing (2021), leadership is a process to
encourage other people to understand and agree on what must be done, along with a process
to support group and individual efforts to achieve common objectives. Priyasmimana et al.
(2023) define leadership as the capacity and traits of an individual to motivate a group of
people toward a shared objective, foster cooperation, and exert influence. According to
Purba (2019), organizational culture is the shared values or habits adopted by an
organization which are expected to improve its quality. Meanwhile, according to Syukur et
al. (2019), one of the signs of a successful organization is a strong culture that can retain,
attract, and reward those who successfully achieve goals and carry out their responsibilities.

Sutrisno (2019) defines job satisfaction as an employee's attitude toward their work,
which is influenced by a variety of elements such as the work environment, inter-employee
collaboration, incentives received at work, and issues pertaining to both physical and
psychological aspects. In the meantime, Wibowo (2016) asserts that everyone who works
wants to be satistied with their place of employment. Leaders must comprehend what has to
be done to foster employee job satisfaction because it can affect the attainment of
performance outcomes that meet the goals of the firm. Job satisfaction is a general attitude
toward work that includes the difference between the labor received and the quantity of

incentives they believe they should receive (Robbins 2015). The purpose of this study is to
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describe organizational culture, leadership, employee job satisfaction, and employee
performance at the Sukorame Community Health Center, as well as to determine and analyze
the effect of the dependent variable on employee performance using job satisfaction as an

intervening variable at the Community Health Center.

METHOD

The descriptive analysis approach is used to examine data by describing or explaining
the data that has been acquired without attempting to create inferences that I then apply to the
general public or to generalizations (Sugiyono 2019). Quantitative research methodologies
are used in this work. This study's population consisted of all 47 staff from the Sukorame
Community Health Center. The researchers employed total sampling in this study since the
number of samples is equal to the population size. The classical assumption test employs
arithmetic media, namely SPSS version 25. This study's data measurement technique

employs the Likert scale.

Leadership (X1) Hl
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,,,,,,,,,,,,, Employee
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H3 Sati Job Ho ,| Performance
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Figure 1. Research Desain
Before the hypothesis test, the data was analyzed by using validity test, reliability test,
classical assumption test. First, validity test for this study show that all of the items are valid (see
Table 1).
Table 1. Validity Test

Variable Statement Item Code R-Count R-Tabel (o = 5%) Decision

X1.1 0.538 0.2876 Valid

X1.2 0.559 0.2876 Valid

X1.3 0.563 0.2876 Valid

) X1.4 0.669 0.2876 Valid
Leadership /(X1) XL.5 0.545 0.2876 Valid
X1.6 0.661 0.2876 Valid

X1.7 0.702 0.2876 Valid

X1.8 0.734 0.2876 Valid

X1.9 0.600 0.2876 Valid

X1.10 0.506 0.2876 Valid

X2.1 0.567 0.2876 Valid

X2.2 0.518 0.2876 Valid

X2.3 0.678 0.2876 Valid
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X2.4 0.611 0.2876 Valid

X2.5 0.577 0.2876 Valid

Organizational X2.6 0.800 0.2876 Valid
Culture (X2) X2.7 0.699 0.2876 Valid
X2.8 0.634 0.2876 Valid

X2.9 0.639 0.2876 Valid

X2.10 0.697 0.2876 Valid

X2.11 0.485 0.2876 Valid

X2.12 0.533 0.2876 Valid

Z1 0.580 0.2876 Valid

72 0.718 0.2876 Valid

73 0.710 0.2876 Valid

74 0.773 0.2876 Valid

z5 0.756 0.2876 Valid

Job Satisfaction (Z) 76 0.763 0.2876 Valid
77 0.728 0.2876 Valid

78 0.728 0.2876 Valid

79 0.769 0.2876 Valid

710 0.687 0.2876 Valid

Y1 0.652 0.2876 Valid

Y2 0.712 0.2876 Valid

Y3 0.678 0.2876 Valid

Y4 0.641 0.2876 Valid

Employee Y5 0.705 0.2876 Valid
Performance (Y) Y6 0.716 0.2876 Valid
Y7 0.788 0.2876 Valid

Y8 0.780 0.2876 Valid

Y9 0.798 0.2876 Valid

Y10 0.767 0.2876 Valid

Second, reliability statistics show all variables is reliable based on Cronbach’s Alpha score more
than 0.700. It can be seen Table 2.
Table 2. Reliability Test

No Variables Cronbach’s Alpha Decision
1 Leadership (X1) 0.807 Reliable
2 Organizational Culture (X2) 0.856 Reliable
3 Job Satisfaction (Z) 0.895 Reliable
4  Employee Performance (Y) 0.899 Reliable

Third, normality test by using Kolmogrov-Smirnov test shows that the data is normal by sig.(2-
tailed) score more than 0.05, in which the score is 0.200. Fourth, multicollinearity test show that
the score of tolerance and VIF of all variables meet the standard for classical assumption of
multicollinearity test (see Table 3).

Table 3. Multicollinearity Test

No Variables Tolerance VIF Decision
1 Leadership (X1) 0.534 1.874 No Multicollinearity
2 Organizational Culture (X2) 0.573 1.746 No Multicollinearity
3 Job Satisfaction (Z) 0.544 1.837 No Multicollinearity

Fifth, Heteroscedasticity test by using Glejser Test shows that all variables are no
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heteroscedasticity in classical assumption (see Table 4).

Table 4. Heteroscedasticity Test (Glejser Method)

No Variables Results Decision
1 Leadership (X1) 0.547 No Heteroscedasticity
2 Organizational Culture (X2) 0.576 No Heteroscedasticity
3 Job Satisfaction (Z) 0.082 No Heteroscedasticity

RESULTS AND DISCUSSIONS
Results

The finding of this study in each equation— after the classical assumption test — show that
all variables (Leadership, Organizational Culture, and Job Satisfaction) influence Employee
Performance (see Table 5, and 6) by score explaining in the equation 1 and 2. Table 5 and
equation 1 show the model 1 of this paper.

Table 5. Model 1 for Leadership, Organizational Culture, and Job Satisfaction to Employee Performance

No Variables T-Count T-Table Beta Decision
Constant -0.835
1 Leadership (X1) 2.562 2.01669 0.348 Accepted
Organizational Culture (X2) 3.956 2.01669 0.391 Accepted
3 Job Satisfatcion (Z) 2.465 2.01669 0.257 Accepted
Y =a+bxl +bx2+bZl +e¢ (1)
Y =-0.835+0,348x1 + 0,391x2 + 0,257721 + ¢ (1)

If the constant is -0.835, then this equation may be explained. That is, if the variables X1,

X2, and Z have zero (0) or fixed ivalue of (constant), then the variable Y has an ivalue of i-

0.835 or is ifixed. Then, the coefficient determination or R- Square score of this model is

0.699 by adjusted r-square score (see table 7), so this model can be explained by 69.9%.
Table 6. Model 2 for Leadership, Organizational Culture, and Job Satisfaction

No Variables T-Count T-Table Beta Decision
Constant 6.398
1 Leadership (X1) 2.562 2.01669 0.528 Accepted
2 Organizational Culture (X2) 3.956 2.01669 0.322 Accepted
Z=a+bxl +bx2+e (2)
7 =6.398 +0.528x1 + 0.322x2 + ¢ (2)

If the constant is 6.398, that is, if the variables X1 and X2 have a zero (0) or values fixed
(constant), then the variable Z has a value of 6.398. This equation can be explained. Then,
the coefficient determination or R- Square score of this model is 0.431 by adjusted r-square

score (see table 7), so this model can be explained by 43.1%.
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Table 7. Coefficient Determination of Models

Model Adjusted R-Square Percentage
Model 1 (X1,X2,Zt0Y) 0.699 69.9%
Model 2 (X1, X2 to Z) 0.431 43.1%

Furthermore, F test show that all variables have significant influence for the models. Data
show that the model 1 and 2 have F score 36.539, and 18.416 (see Table 8).
Table 8. F Test of Models

Model F-Score F-Table
Model 1 (X1, X2,ZtoY) 36.539 2.82
Model 2 (X1, X2 to Z) 18.416 3.20

We know that the estimated F-score of the model 1 is bigger than the F-table (36.539 >
2.82), and a significance score is 0.000 < 0.05. Based on the table variables X1, X2, and Z
simultaneously have an effect on the variable Y. This indicates that Ha is accepted. Then, F-
score of the model 2 is more than the F-table (18.416 > 3.20), and a significance score is

0.000 < 0.05. Thus, the variables X1 and X2 influence simultanously Z.

Path Analysis

To understand test of path analysis, we analyze all of the effect size of each variable in the
models. This study shows that the total effect is more than the direct effect, by 0.42 score (see
Table 9), so this model has indirect influence between the employee performance variable (Y) and
the leadership variable (X1) through work satisfaction (Z). Then, the total effect is more than the
direct effect, by 0.537 score, so this model has indirect influence between the organizational
culture variable (X2) and the employee performance variable (Y) through job satisfaction (Z).

Table 9. Path Analysis

Variables Direct Effect Indirect Effect Total Effect
X1>Z 0.331 0 0
X2>Z 0.423 0 0
X1>Y 0.294 0 0
X2>Y 0.423 0 0

7Z>Y 0.270 0 0
X1>7Z>Y 0 0.089 0.420
X2>7Z>Y 0 0.114 0.537

Discussion
Leadership on Employee Performance

According to the results, the study concludes that hypothesis 1 is true, demonstrating
that staff performance is positively and significantly impacted by leadership. According to
Wokas et al. (2022), Surahman (2022), Puspitasari et al. (2022), and Handayani and Hakim
(2022), leadership significantly and favorably affects employee performance, and the
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hypothesis test results support these findings. Another viewpoint, expressed by Perkasa et al.
(2023), holds that leaders must be able to make the right choices in every circumstance and
that effective communication between leaders and subordinates is crucial to the organization.
This means that decisions are made after careful consideration and mutual agreement, and that

open communication between leaders and subordinates is executed effectively.

The Influence of Organizational Culture on Employee Performance

The study's results support hypothesis 2, which states that organizational culture
significantly and favorably affects worker performance. Employee performance will therefore
rise in Sukorame Community Health Center with a stronger organizational culture and fall in
the other direction if the organizational culture is weak. The hypothesis's findings are
consistent with research by Rahmizal and Arifin (2023), which shows that organizational
culture controls and guides employee attitudes and behavior. Businesses that have a strong
culture can improve employee performance and cultivate a cooperative environment.
Organizational culture has a favorable and considerable impact on employee performance,
according to additional studies by Skera et al. (2023), Wiratama et al. (2022), Arfion et al.
(2022), and Widiastini et al. (2023).

Job Satisfaction on Employee Performance

The study's findings support hypothesis 3, which states that employee performance is
positively and significantly impacted by job satisfaction. According to research by Badrianto
and Astuti (2023), job satisfaction is a crucial factor since it is a powerful indicator of high
performance. A excellent business is one that can enhance the well-being of its workers in
order to generate skilled and superior workers. Job satisfaction has a positive and significant
impact on employee performance, according to other research by Riskawati (2023), Indrayani
et al. (2024), Ragil et al. (2023), and Setiani (2023). This suggests that if job satisfaction is

high, employee performance will also be high.

Leadership on Job Satisfaction

Hypothesis 4 is accepted in light of the research findings, suggesting that job
satisfaction is positively and significantly impacted by leadership. The hypothesis's findings
are consistent with studies by Muaroma and Indriati (2022), and Anggiat (2022) that show

leadership significantly and favorably affects worker job satisfaction.
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Organizational Culture on Job Satisfaction

Hypothesis 5 is accepted in light of the research findings, suggesting that job
satisfaction is positively and significantly impacted by company culture. Employee work
satisfaction will rise at the Sukorame Community Health Center if the company culture is
positive, and vice versa. According to studies by Hasibuan (2020), Rulianti and Nurpersonal
(2023), and Busri et al. (2023), there are a number of workplace regulations designed to

increase job satisfaction since workers need to have a strong sense of camaraderie.

Leadership on Employee Performance Through Job Satisfaction

According to the research findings, hypothesis 6 that leadership improved employee
performance by using job happiness as an intervening variable was accepted. Job happiness is
strongly correlated with the tight relationship that exists between leaders and subordinates.
Job satisfaction can mediate leadership on employee performance, according to study by
Haryani et al. (2022), Ritonga and Bahri (2022), Kholid and Utari (2023), and Gil et al.
(2023).

Organizational Culture on Employee Performance Through Job Satisfaction

According to the study's findings, hypothesis 7, which states that organizational culture
improves staff performance through job satisfaction, was accepted. This indicates that job
satisfaction may act as a mediating factor between organizational culture and employee
performance at the Sukorame Community Health Center. The findings of the hypothesis test
are consistent with studies by Nurhasanah et al. (2022), Dethan et al. (2023), Harahap and
Nasution (2023), and Hariyani et al. (2022) that show that corporate culture can influence

employee performance through work satisfaction.

CONCLUSION

Employees believe that effective and suitable leadership will boost performance, which
puts leadership in the very high category. Additionally, when organizational culture is strong,
employees' job satisfaction is also high, indicating that they want to acquire what they deserve
from their jobs in order to perform successfully. Employee performance falls into the high
category, which means that if the linked variables are improved, performance achievements can
be made if the employee performs well. Leadership has a positive and significant effect on

employee performance at the Sukorame Community Health Center, meaning that the better the

https://doi.org/10.26740/joaep.v5nl.p11-21 V@g https://https://ejournal.unesa.ac.id/index.php/joa
E-ISSN 2797-1139 18



https://doi.org/10.26740/joaep.v5n1.p11-21
https://https/ejournal.unesa.ac.id/index.php/joa
https://doi.org/10.26740/joaep.v5n1.p11-21

d

Journal of Office Administration: Education and Practice, 5 (1), 2025

leadership, the higher the performance that will be produced and vice versa. Organizational
culture has a positive and significant effect on employee performance at the Sukorame
Community Health Center, meaning that the better the leadership, the higher the performance
that will be produced and vice versa. Job satisfaction has a positive and significant effect on
employee performance at the Sukorame Community Health Center, meaning that if employee
job satisfaction is high, the higher the performance will be and vice versa. Leadership has a
positive and significant effect on job satisfaction at the Sukorame Community Health Center,
meaning that the better the leadership, the job satisfaction will increase and vice versa.
Organizational culture has a positive effect on job satisfaction at the Sukorame Community
Health Center, meaning that the better the leadership, the job satisfaction will increase and vice
versa. Leadership has a positive and significant effect on employee performance with job
satisfaction as a variable intervening meaning, if leadership is carried out well it will increase
employee job satisfaction and will have an impact on employee performance. Organizational
culture has a positive and significant effect on employee performance with job satisfaction as a
variable intervening meaning, if the organizational culture is carried out well, it will increase

employee job satisfaction and will have an impact on employee performance.
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