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INTRODUCTION

Banking institutions have an important role in economic development to participate in
driving the national economy. This important role requires a regulation and also control over the
Financial Services Industry (IJK), which is carried out by the Financial Services Authority (OJK) in
Indonesia. The Financial Services Authority (OJK) is an institution formed based on Law Number
21 of 2011, where this Law has a function in administering a system that regulates and supervises
and is integrated into all activities that take place in the financial services sector, namely in the
financial services sector. banking, capital market, and other financial service institutions/Non-
Bank Financial Industry (IKNB) such as insurance, securities, financing institutions (finance), Peer
to Peer Lending (Fintech).

The important role of the Financial Services Authority (OJK) is aimed at monitoring activities
in financial institutions/services so that they are independent and accountable. The extent of
regulation and supervision of bank activities requires the role of OJK so that supervision and
regulation is carried out in a microprudential manner. The Financial Services Authority, which is
located in the city of Malang and commonly referred to as OJK Malang, also participates in
assisting and supporting the performance of OJK in supervision and regulation of the Financial
Services Industry (IJK), especially in the Malang area, namely Malang Raya, Probolinggo, and
Pasuruan. One of the missions of OJK Malang is to become a financial services industry that can
become a pillar of the national economy that has global competitiveness and achieves general
welfare. Therefore, activities that take place in the financial services sector must take place
regularly, fairly, transparent, and accountable. All economic activities must be supported by the
ability of financial services to support the wheels of the economy. Money is the lifeblood of
business movement, economic growth and political, legal and security stability. In total, the role of
finance in global business is a determinant, so the financial sector is very important, for that the
Financial Services Authority (OJK Malang) must be able to increase and encourage the
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participation of the capital market in national economic growth so that it can trigger economic
growth to fight global economic uncertainty. .

Good performance of OJK Malang employees is very important to provide consumer
services as well as regulation and supervision for the Financial Services Industry (IJK) because
high confidence and enthusiasm are needed in the implementation and duties of OJK Malang
employees. The work culture of OJK Malang currently has no visible results, marked by a lack of
sense of responsibility for work and lack of motivation despite having a work culture every year,
so that satisfaction in performance is also not significant. The OJK Way is a work culture program
derived from strategic values, namely integrity, professionalism, synergy, inclusion and visionary
or impressive. This work culture aims as the implementation of change management in building
an organization and work culture. The work culture programs at the Malang OJK Office are
"Ngalam Sadrec" or Malang Smart, "Ngalam Sakngat" or Malang Tangkas and "Ngalam Sakngir"
or Malang Brief. These three cultures are expected to improve the quality of employee
performance in terms of technology, quality of life and knowledge and skills. The lack of
significant confidence, enthusiasm and service to consumers at the Malang OJK Office requires
improvement so as to produce optimal employee performance.

Employee performance is the most important part in the organization. Performance plays an
important role in determining the orientation of the organization so that it is able to achieve the
success that is the company's vision. Performance is the work achievement of an individual or a
group in an organization related to the tasks and responsibilities given to achieve organizational
goals in accordance with legal, legal rules, and fulfill moral and ethical elements (Sedarmayanti,
2003; 147).

Work culture is the values, assumptions and norms used continuously by employees who
develop in the organization which can be seen from the employee's attitude into a behavior, ideals,
beliefs, actions, and opinions that create a work that can improve work efficiency (Saputra &
Kawisana, 2021). Work culture is also a philosophy that becomes a view of life as a value that
contains habits, traits, drivers, strengths and is entrenched in the life of a society and organization
that reflects attitudes into beliefs, behaviors, ideals, opinions and actions that are tangible at work
(Triguno, 2010). 2003; 119). Motivation is an activity that exists in individuals that encourage
actions (Hasibuan, 2006;145). According to Siswanto (2006:119), motivation is a psychological
condition and also a human mental attitude in encouraging activities, having energy, and
channeling or directing behavior in achieving needs that encourage satisfaction or reduce
imbalances.

Job satisfaction is an individual's behavior towards the work done. The job requires a mutual
interaction with co-workers, leaders, organizational rules and policies, performance standards,
working conditions and so on. Individuals who have a high level of job satisfaction will show a
positive attitude towards the work done, while individuals with a low level of job satisfaction will
have a negative attitude towards the work done (Robbins, 1996; 179). According to Mangkunegara
(2005; 61) explains that motivation can be formed from the attitude of employees when facing
work situations in the company. Motivation is a condition and energy to move employees
personally to be more focused and more focused on achieving company organizational goals.
Employees who have a positive mental attitude with a good work situation will strengthen
motivation at work which in turn can get maximum performance. According to the statement
above, it can be concluded that work motivation is an employee's response to several statements
related to the efforts made by the employee concerned so that there is a willingness to work and
achieve the desired goals of the employee. Performance demanded by integrity, professionalism,
transparency, accountability. The background of this research is that work culture and work
motivation affect employee performance through job satisfaction at OJK Malang.
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METHODS

Data analysis was carried out in this study using descriptive analysis techniques, namely
using the path analysis equation model in determining the value of direct and indirect effects, as
well as the total value of endogenous and exogenous variables. This study uses multiple linear
regression analysis in testing the structural equation model and proving the research hypothesis
with the SPSS program (Atmadja & Saputra, 2017). The types and sources of this research data are
primary and secondary data. The population of this research is all employees of OJK Malang as
many as 55 people. The sampling technique uses the census method, which means that all
members of the population are used as research objects. Data collection techniques in this data
collection are documentation and questionnaires.

RESULTS AND DISCUSSION
Validity test
Work Culture, the work culture validity test is stated in the table below:

Table 1 Test of Work Culture Validity

Variable r count r-table Confirmation
X11 0.627 0.378 Valid
X12 0.684 0.378 Valid
X13 0.583 0.378 Valid
X14 0.558 0.378 Valid
X15 0.697 0.378 Valid
X16 0.633 0.378 Valid
X17 0.611 0.378 Valid
X18 0.572 0.378 Valid

The validity test in table 1 above shows that the 8 statement items regarding Work Culture have
r count of r table, so that all statement items are valid as a measure of the Work Culture variable.
Work motivation

The validity test of work motivation is stated in the table below:

Table 2 Validity Test of Work Motivation

Variable r count r table Confirmation
X21 0.445 0.378 Valid
X22 0.450 0.378 Valid
X23 0.462 0.378 Valid
X24 0.539 0.378 Valid
X25 0.690 0.378 Valid
X26 0.633 0.378 Valid

Table 2 above shows that the 6 question items have an r-count > r table, so that the 6 question
items are valid as a measure of the work motivation variable.

Job satisfaction
The validity test of job satisfaction is stated in the table below:
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Table 3 Validity Test of Job Satisfaction

Variable r count r table Confirmation
Y11 0.603 0.378 Valid
Y12 0.636 0.378 Valid
Y13 0.560 0.378 Valid
Y14 0.641 0.378 Valid
Y15 0.647 0.378 Valid
Y16 0.666 0.378 Valid

Table 3 above shows that the 6 question items measuring Job Satisfaction have an r-count r-table
so that it can be concluded that all of the question items are valid.

Employee performance
Test the validity of employee performance in the table below:

Table 4 Employee Performance Validity Test

Variable r count r table Confirmation
Y21 0.512 0.378 Valid
Y22 0.702 0.378 Valid
Y23 0.736 0.378 Valid
Y24 0.669 0.378 Valid
Y25 0.711 0.378 Valid
Y26 0.724 0.378 Valid

Table 4 above shows that the 6 question items measuring Employee Performance have an r-
count r-table, so it can be concluded that all question items are valid as a measure of the Employee
Performance variable.

Reliability Test

Reliability testing on each variable can be seen in Chronbach's alpha value which is fully
presented in the table below:

Table 5 Reliability Test
No. Variable Alpha Chronbach's Confirmation
1. Work Culture 0.788 Reliable
2. Work motivation 0.774 Reliable
3. Job satisfaction 0.688 Reliable
4. Employee performance 0.839 Reliable

Table 5 above shows that the reliability test results show that Chronbach's alpha value is > 0.6
so it can be concluded that all of the above items have good consistency as a measure or reliable.

Analysis, Sub-Structure 1

This sub-structure 1 shows the first regression model with the variables of Work Culture and
Work Motivation as the independent variables, while the variable of Job Satisfaction as the
dependent variable. The results of the classical assumptions of regression model 1 are as follows:

Normality
Residual normality is tested and seen in the PP plot graph below:
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Figure 1. Normality test. Regression Residual Normality Plot PP Graph 1

The graph above shows that each residual data beam is around a transverse straight line, so it
can be concluded that the residual value follows the normal distribution function.
Heteroscedasticity

The heteroscedasticity test in this study has the aim of testing whether the regression model has
an inequality of variance from the residuals of one observation to another observation. The usual
way is through graphical analysis of the residual variance. The graph can be seen below:
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Figure 2. Residual Variance Scatterplot Regression 1

The graph above shows that the dotted pattern spreads from above and below the Y-axis
numbers, and does not form certain patterns. It can be concluded that there is no violation of
heteroscedasticity.

Multicollinearity Test
The multicollinearity test can be seen in the complete Tolerance and VIF values presented in the
table below:

Table 6. Multicollinearity Test

Variable Collinearity Statistics
Tolerance VIF
Work Culture 0.381 2,625
Work motivation 0.381 2,625
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In the table above, it can be seen that the tolerance value of Work Culture and Work Motivation
> 0.1 and VIF <10, it is proven that there is no violation of multicollinearity in the independent
variable.

Partial Test (t Test)
The full partial test results are presented in the table below:

Table 7 Coefficient of Influence, Regression t Value 1

Model Unstandardized Coefficients = Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 4.267 2,685 229 1,589 177
Work Culture 321 104 239 2,195 .032
Work motivation 428 .082 2,927 .005

The table above shows that the significance value obtained by the Work Motivation variable is
smaller than (<0.05), then it is evident that the Work Motivation variable has a significant direct
effect on Job Satisfaction.

Simultaneous Test (F Test)
The F test aims to test the effect of the independent variable together on the dependent variable.
The complete F test results are presented in the table below:

Table 8 Simultaneous Test Value (F)

Model Sum of df Mean Square F Sig.
Squares
1 Regression 151.528 2 75,764 30854 .000b
Residual 149,832 61 2.456
301,359 63
Total

a. dependent Variable: Job Satisfaction
b. predictors: (Constant), Work Motivation, Work Culture

In the table above shows that the significance value is 0.000 <0.05, it is evident that the
variables of Work Culture and Work Motivation have a significant effect simultaneously on Job
Satisfaction.

Coefficient of Determination (R2)

The coefficient of determination shows the ability of the variables of Work Culture and Work
Motivation to be able to explain the variance in Job Satisfaction of 0.503. The results of the
complete coefficient of determination are presented in the table below:

Table 9 Value of Coefficient of Determination (R2)

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

1 .709a .503 487 1,567

From the results of the regression analysis, the equation of the sub-structure model 1 is obtained
as follows:
Y =1*X1+ 2*X2+ e
Y = 0.229*X1+ 0.239*X2 + 2.685
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Sub-Structure 2

In the Sub-Structure 2 model regression of the variables of Work Culture, Work Motivation and
Job Satisfaction as independent variables and employee performance as the dependent variable.
Classical Assumption Test 2nd regression as follows:
Normality

The residual normality test can be seen in the PP plot graph below:
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Figure 3. Residual Regression Normality Plot PP Graph 2

In the graph above, it can be seen that each residual data beam is around a transverse straight
line, so it can be said that the residual value follows the normal distribution function.

Heteroscedasticity

Heteroscedasticity test which aims to test whether the regression model has an inequality of
variance from the residuals of one observation to another observation. The method is done by
graphical analysis of the residual variance. The graph can be seen below:
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Figure 4. Residual Variance Scatterplot Regression 2

It can be seen in the graph above that the dotted pattern spreads from above and below the Y-
axis numbers, and does not form certain patterns. It can be concluded that there is no violation of
heteroscedasticity.
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Multicollinearity
The multicollinearity test can be seen in the complete Tolerance and VIF values presented in the
table below:

Table 10. Multicollinearity Test Value 2

Variable Collinearity Statistics
Tolerance VIF
Work Culture 0.353 2,833
Work motivation 0.334 2,994
Job satisfaction 0.497 2011

In the table above, it can be seen that the tolerance value of the three variables > 0.1 and VIF <
10, it is proven that there is no violation of multicollinearity in the independent variable.

Partial Test (t Test)
The full partial test results are presented in the table below:

Table 11 Coefficient of Influence, Regression t Value 2

Model Unstandardized Coefficients  Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) -3,359 3.368 -.997 .323
Work Culture 524 133 .702 5.270 .000
Work motivation 253 107 .265 2,473 .016
Job satisfaction 199 157 373 2,372 .021

In the table above shows that the significance value obtained by the variables of Work
Culture, Work Motivation, and Job Satisfaction <0.05, it is evident that the variables of Work
Culture, Work Motivation, and Job Satisfaction partially have a significant effect on the Employee
Performance variable.

Simultaneous Test (F Test)
The complete F test results are presented in the table below:

Table 12 Simultaneous Test Values (F)

Model Sum of Squares df Mean Square F Sig.

1 Regression 842,246 3 280,749 75,642 .000b
Residual 222,692 50 3,712
Total 1064,938 53

In the table above shows that the p-significance value 0.000 <0.05, it is evident that the variables
of Work Culture, Work Motivation, and Job Satisfaction have a significant simultaneous effect on

employee performance.

Coefficient of Determination (R?)

The coefficient of determination shows the ability of the variables of Work Culture, Work
Motivation, and Job Satisfaction to be able to explain the variance in Employee Performance of
0.791. The results of the complete coefficient of determination are presented in the table below:
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Table 13 Value of Coefficient of Determination (R2)

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

1 .889a .791 .780 1,927

From the results of the regression analysis above, a sub-structure model 2 can be formed as
follows:
Y =1*X1+2*X2+3*X3 +e
Y =0.702*X1 + 0.265*X2 + 0.373*X3 + 3.368
Path Analysis
From the results of multiple regression 1 (sub-structure 1) and regression 2 (sub-structure 2)
above, they are then combined into one model to create a path analysis model. The results of the
path analysis model are as follows:
Equation Model:
1. Sub-Structure 1
Y = yx1X1+ yx2X2 + yel
Y2 =0.229X1+ 0.239X2 + 0.705
2. Sub-Structure 2
Y = yxIX1+ yx2X2 + yY+pye2
Y1 =0.702X1+ 0.373X2 + 0.265Y+ 0.457
Indirect Influence
1. Indirect Effect of Work Culture on Employee Performance.
* Through Job satisfaction
=Y1X1xY2Y1
=0.229 x 0.265
=0.060
* Through Work Motivation
=rX1X2 x Y2X2 xY1X1
=0.787 x 0.373 x 0.702
=0.206
* Through Work Motivation and Job Satisfaction
=rX1X2 x YIX2 xY2Y1
=0.787 x 0.239 x 0.265
=0.0498
The amount of indirect effect = 0.060 + 0.206 + 0.0498 = 0.3158
2. Indirect Effect of Work Motivation on Employee Performance
* Through Job satisfaction
=Y1X2 xY2Y1
=0.239 x 0.265
=0.063
* Through Work Culture and Job Satisfaction
=0.787 x 0.229 x 0.265
=0.0477
* Through Work Culture
=0.787 x 0.702 x 0.373
=0.206
The magnitude of the indirect effect is = 0.063 + 0.0477 + 0.206 = 0.209
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Total Influence
1. Total Influence of Work Culture on Employee Performance
= Indirect influence + direct influence
=(0.3158 + 0.702
=1.0178
2. The total effect of work motivation on employee performance
= Indirect influence + direct influence
=0.702 + 0.209
=0.911

Hypothesis 1: There is a significant influence between work culture and work motivation on
employee performance

The coefficient value of the influence of work culture is 0.702 on employee performance and the
significance is 0.000. The value of the coefficient of the influence of work motivation on employee
performance is 0.373 and the significance is 0.021. Because the significance value is <0.05, the null
hypothesis is rejected. It can be stated that work culture and work motivation have a significant
effect on employee performance at the OJK Malang office. This means that the higher the Work
Culture and Work Motivation, the Employee Performance will increase.
Hypothesis 2: There is a significant influence between work culture and work motivation on
job satisfaction

The coefficient value of the influence of work culture is 0.229 on job satisfaction with a
significance of 0.032. The value of the coefficient of the influence of work motivation is 0.239 on job
satisfaction and a significance of 0.005. Because the significance value is <0.05, the null hypothesis
is rejected. This proves that Work Culture and Work Motivation have a significant effect on Job
Satisfaction at the Malang OJK Office. This means that the higher the Work Culture and Work
Motivation, the Job Satisfaction will increase.
Hypothesis 3 : There is a significant effect between Job Satisfaction on Employee Performance

The coefficient value of the influence of Job Satisfaction on Employee Performance is 0.265 and
the significance is 0.016. Because the significance value is 0.016 < 0.05, the null hypothesis is
rejected. This shows that job satisfaction has a significant effect on employee performance at the
OJK Malang office. This means that the higher the job satisfaction, the employee's performance
will increase.

Hypothesis 4: There is a significant influence between Work Culture and Work Motivation on
Employee Performance through Job Satisfaction

The coefficient value of the influence of work culture and work motivation on employee
performance through job satisfaction is 0.3158 and 0.209. Because the significance value is <0.05,
the null hypothesis is rejected. This shows that work culture and work motivation have a
significant effect on employee performance through job satisfaction at the OJK Malang office. This
means that the higher job satisfaction caused by high work culture and work motivation, it can
improve employee performance.

CONCLUSION

The conclusions from this study include: Work Culture and Work Motivation have a
significant effect on Employee Performance at the OJK Malang Office, this means that the higher
the Work Culture and Work Motivation, the Employee Performance will increase. Work Culture
and Work Motivation have a significant effect on Job Satisfaction at the Malang OJK Office, this
means that the higher the Work Culture and Work Motivation, the Job Satisfaction will increase.
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Job Satisfaction has a significant effect on Employee Performance at the Malang OJK Office,
this means that the higher the Job Satisfaction, the Employee Performance will increase. Work
Culture and Work Motivation have a significant effect on Employee Performance through Job
Satisfaction at the Malang OJK Office, this means that the higher Job Satisfaction caused by high
Work Culture and Work Motivation, it can improve Employee Performance.
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