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Abstract. Human resources play an important role in the successful achievement of performance.
Employee performance is the result of the work achieved by employees in a company. This study
aims to investigate the impact of organizational culture, organizational commitment, and perceived
organizational support on employee performance at a paper manufacturing plant. The descriptive
data and SEM were analyzed using The Jeffreys’s Amazing Statistics Program (JASP) method.
Data were collected from 107 respondents who participated in paper manufacturing plants (52
males (48.6%), 55 females (51.4%); Mage = 38, SD = 8.4). The results showed that (1) organizational
culture has a significant effect on employee performance (8 = 0,533, p<0,05). (2) Organizational
commitment has no significant effect on employee performance (5 =-0,014, p > 0,05). (3) Perceived
organizational support has no significant effect on employee performance (8 = 0,039, p > 0.05).
In this study, organizational commitment and perceived organizational support did not influence
employee performance. Among employees, expectations for increasing organizational commitment
and perceptions of organizational support for improving employee performance are still not high
enough. The findings of this study highlight that organizational culture has the strongest influence
compared to organizational commitment and perceived organizational support on employee
performance. To improve employee performance, organizations can internalize cultural values
through socialization activities, corporate culture training, and cultural rituals so that employee
work behavior will develop, contributing to improved performance in the organization.

Keywords: employee performance; organizational culture; organizational commitment; perceived
organizational support

The success of a company is undoubtedly linked to the contribution of its human resources. Human
resources are a crucial asset for the company, playing a role in planning, implementing, and controlling
the company’s operation (Bukit et al., 2017). They are an important element for a company and are also
valuable assets that need to be safeguarded and nurtured (Dudija, 2022). In performing their duties,
human resources, namely employees, contribute to the company’s performance. Performance is the

tangible evidence of work, which is the result of tasks accomplished by employees in fulfilling their
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company duties (Priansa, 2017).

According to Edison et al. (2016), performance is the outcome of a process that is referred to
and evaluated over a specific period based on predetermined regulations, standards, or agreements.
Factors that can influence employee performance include abilities and expertise, knowledge, work
motivation, leadership or behavior of a leader, leadership style or attitude of a leader, organizational
culture, job satisfaction, work environment, loyalty, commitment, and work discipline (Kasmir, 2016).
As per the research conducted by Dimulyo et al. (2018), organizational culture is a key to organizational
success. It plays a significant role in any institution or organization as a pillar that governs the
company’s mechanisms. Furthermore, organizational culture encompasses beliefs and values that
support organizational objectives.

Based on the factors that have been described, organizational culture is one of the factors that
can affect employee performance in a company. Organizational culture is the values or attitudes that
are believed by employees so that they have become their daily behavior. Organizational culture is also
the key to achieving the company’s vision and mission Sedarmayanti (2017). Organizational culture
is the most important aspect of an organization. However, the organization’s members are sometimes
unaware of its existence (Sisca et al., 2022). Organizational culture is both a strength of the organization
and an obstacle to development. Its impact can vary between improving efficiency and performance
and hindering workflow (Maamari & Saheb, 2018). According to pre-research interviews at the paper
manufacturing plant. Lack of employee awareness of implementing organizational culture also has an
impact on employee behavior or attitudes toward workers. A weak organizational culture can be seen
in the behavior of employees who do not comply with applicable regulations, arrive late, do not attend
work, and do not complete tasks on time (Azhari, 2016).

Human resources are therefore one of the key factors in successfully achieving business goals,
and human resources make employees employed by enterprises become actors, promoters, thinkers,
and planners who play an active role in enterprise activities. At work, employees act according to
the existing organizational culture. Organizational culture can be interpreted as values, beliefs, and
assumptions, recognized, and followed by members of the organization for a long time as a guide
for behavior and problem solving within the organization. Everyone in a company or organization
is consciously or subconsciously aware of the culture that prevails in their organization, so there is a
close relationship between organizational culture that can influence behavior and the effectiveness of
employee performance (Widayanto et al., 2022).

Based on absence attendance data, the percentage of employee tardiness at the paper
manufacturing plant from January 2021 to June 2021 rose from 14.02% to 18.27%. This is not the same
as the target for delays, which is 0%. According to pre-research interviews, the reasons why employees
arrive late range from traffic jams and vehicle issues to having to escort their children to school first. An
employee’s late arrival will, of course, make other employees do their jobs at the same time until the
employee arrives. Undisciplined employees show that they do not obey existing regulations; this can
affect employee performance due to diminished accountability and ineffective time management. This

is not in accordance with the values of the organizational culture in the company, namely "Efficiency
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and Integrity". According to the results of research by Dimulyo et al. (2018), it is proven organizational
culture influences employee performance.

Based on the factors that can affect performance described above, organizational commitment
is one factor that affects employee performance. Organizational commitment is employee loyalty to
an organization, which is reflected in the high participation of employees in achieving organizational
goals (Priansa, 2014). Organizational commitment is a state in which an employee favors a particular
organization and its goals and intends to maintain membership in the organization (Indriyati, 2018).
Organizational commitment is an individual’s psychological attachment to the organization (Sisca
etal., 2022). Therefore, the organizational commitment of employees at the paper manufacturing plant
can be seen in employee attendance data and employee turnover data from 2019 to 2020. From the
attendance data on the absence of employees at the paper manufacturing plant, it was found that the
rate of employee absenteeism from January 2019 to December 2020 was very volatile. Employees with
high organizational commitment can be seen through positive attendance records and show voluntary
loyalty to the company (Kaswan, 2015). According to Robbins and Judge (2015), employees who
lack organizational commitment and are less loyal to their organization tend to show lower work
attendance.

The target monthly employee attendance rate is 99%, but if we look at the attendance data,
employee absenteeism is inversely proportional to the target set by the company. Attendance data
shows high employee absenteeism every month. Even from the attendance data, it can be seen from
2019 to 2020 that the employee attendance rate for the last two years has never reached the set target.
The data shows the highest employee absenteeism rate in 2019, namely in December with a percentage
of employee absenteeism of 17.15%, or as many as 64 people, and in December 2020 with a percentage
of employee absenteeism of 15.60%, or as many as 54 people. Employee turnover rate data explains the
phenomenon of organizational commitment that occurs at the paper manufacturing plant. It is seen
that there was a decrease in employees in 2019, namely in February to March, which was 3 people,
and the largest decrease in employees in 2020, namely in September to October, which was 15 people.
From employee turnover data, it does not show a large decrease in employees every month, but if we
compare 2019 with 2020, the decline in employees in 2019 is not as high as in 2020. The higher one’s
organizational commitment to the company, the higher the employee turnover rate will be lower.

According to Weny et al. (2021), there are many factors that affect employee performance,
namely perceived organizational support. Perceived organizational support is an employee’s
perception of the organization, the degree to which the organization values contributions and
cares about their well-being. Organizations often provide positive forms of support that benefit
their employees. The support provided builds the employee’s perception of the organization.
Employees with high perceived organizational support levels deliver the best performance. Employee
performance affected by perceived organizational support is directly related to organizational
performance. Employee performance is the result of behavior, and when an organization pays proper
attention and recognition to the work and contribution of employees, their performance will improve

(Li et al., 2022). Astuti and Soliha (2021) prove that perceived organizational support significantly
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influences employee performance. The form of appreciation given by the company to employees of
the paper manufacturing plant is given based on the status occupied by the employee. Giving the
form of appreciation provided by the company is organizational support for its employees.

The paper manufacturing plant has given awards and organizational support, whereas the
paper manufacturing plant has implemented fairness in giving salaries according to the status of
employees in the company and providing benefits. Besides that, during the post COVID-19 pandemic,
the company provides routine vitamins monthly to all employees to provide immunity for all
employees. According to the results of an interview at the paper manufacturing plant, although
the company feels that it has provided perceived organizational support to all its employees, some
employees complain about welfare issues, such as employees who are still found resigning for reasons
of inappropriate salary, even the existence of employees. This situation is notable mostly among
female employees at that time. Certain tasks, they resigned from the company because they felt the
burden of the task was too heavy. Perceived organizational support is one of the strengths that can
influence human resource behavior to improve performance. Therefore, by becoming an employee of
the organization, the person feels considered to be in the organization and has a responsibility to be
able to make a full contribution and deliver the best performance (Ridwan et al., 2020).

This study aims to explore the effect of organizational culture on employee performance,
organizational commitment on employee performance, and perceived organizational support on
employee performance. Our first hypothesis is the effect of organizational culture on employee

performance. Second, the effect of perceived organizational support on employee performance.

Organizational Culture and Employee Performance

According to Busro (2018), organizational culture is a shared perception that is believed by all members
of the organization as a guide to organizational values that can affect the work and behavior of its
members, so that the value system or system can distinguish one organization from another. According
to Edison et al. (2016), organizational culture has an impact on employee performance as members
of the organization. A strong organizational culture will support the company’s goals; otherwise,
a weak organizational culture will inhibit or conflict with organizational goals. Thus, a strong and
positive organizational culture is highly influential on the behavior and performance of the company.
Several research results by (Joseph & Kibera, 2019; Mulugeta, 2020; Nur et al., 2021) revealed that
organizational culture can influence organizations’ performance.

Organizational culture is the values and attitudes that are believed by employees to direct
employee work behavior in accordance with organizational goals. The attitudes and values embodied
in the organization will guide employees to act according to the attitudes and values that are believed
so that organizational culture will affect employee performance and satisfaction (Sedarmayanti, 2017).
The results of research conducted by Dimulyo et al. (2018) found that the organizational culture has a

significant effect on employee performance.
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H1: Organizational Culture has an Effect on Employee Performance
Organizational Commitment and Employee Performance

According to (Busro, 2018), organizational commitment is a manifestation of the willingness,
awareness, and sincerity of employees to be bound and survive in the organization, which is reflected
in the amount of effort, determination, and belief required to achieve the shared vision, mission,
and goals. If the organizational commitment of employees is strong, it will improve organizational
performance; otherwise, the lower the commitment of organizational members, the weaker the
performance of members of the organization. According to Priansa (2014), if employees have a
high level of commitment to the organization where they work, job satisfaction will improve their
performance. Based on the results of research conducted by Astuti and Soliha (2021), it is proven that

organizational commitment support has a significant effect on employee performance.

H?2: Organizational Commitment has an Effect on Employee Performance
Perceived Organizational Support and Employee Performance

According to Robbins and Judge (2015), employees who have a strong perception of organizational
support will exhibit positive organizational behavior, low levels of delays, and enhanced customer
service. According to Kaswan (2015), the perceived impact of organizational support can affect
organizational commitment, employee job satisfaction, a feeling of obligation to reciprocate to the
company, reduce psychological pressure (stress), improve performance, and improve organizational
citizenship behavior. Based on the results of research conducted by (Astuti & Soliha, 2021;
Dea Pradinska Dewi, 2020; Weny et al., 2021), it is proven that perceived organizational support has a
significant effect on employee performance.

H3: Organizational Perceived Support has an Effect on Employee Performance

Method

Participants

This questionnaire was distributed to 107 respondents. The researcher categorizes the characteristic
data from 107 employee respondents through the following criteria: Employees who are currently
working in a paper manufacturing plant, gender, age, employee status, length of work, and education.
The participants involved consisted of 52 males (48,6%), or 52 respondents, and 55 females (51,4%).
Based on a mean age of 38 years old (SD = 8.4). Based on employee status, contract employees are
more than permanent employees, namely 54.217% or 58 respondents. Based on length of work, the
majority worked for 5 years and 21 years, which were both equal to 34 respondents (31.78%). Then,
based on education, most respondents have a high school vocational education background, which is
62 respondents (57.94%). The questionnaire was distributed as a dpaper questionnaire. As many as
107 paper manufacturing plant employees have filled out the informed consent form and participated

in this research. The participants involved consisted of 48.6% males and 51.4% females.
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Instruments and Measurement

In this study, researchers will examine organizational culture (X1), organizational commitment (X2),
and perceived organizational support (X3) as independent or independent variables and employee
performance as dependent or dependent variables (Y). The scale of organizational culture on the
variable (X1) consists of 14 indicators with scores ranging from 1 (Strongly Disagree) to 5 (Strongly
Agree). and the researchers use the theory of Robbins and Judge (2015) to measure innovation
and risk-taking, attention to detail, outcome orientation, people orientation, team orientation,
aggressiveness, and stability. One example of the indicators is "Saya mendapatkan dorongan dari
perusahaan untuk berinovasi and "Saya siap menanggung resiko dalam pekerjaan dan tanggung jawab yang
diberikan". All the indicators on organizational culture are valid because it has a p-value < 0.001
(Manullang et al., 2023). The reliability of omega on organizational culture is 0.937 and it shows that
this variable is reliable because it meets the standard value of > 0.7 (Hamid & Anwar, 2019).

The scale of organizational commitment on the variable (X2) consists of six indicators with
scores ranging from 1 (Strongly Disagree) to 5 (Strongly Agree) and the researchers use the theory by
Meyer and Allen (2016) to measure affective commitment, normative commitment, and continuance
commitment. One example of the indicators is Saya senang menghabiskan karir di perusahaan and "Saya
merasa bangga menjadi bagian di perusahaan”. All the indicators on organizational commitment are valid
because it has a p-value < 0.001 (Manullang et al., 2023). The reliability of omega on organizational
commitment is 0.925 and it shows that this variable is reliable because it meets the standard value of >
0.7 (Hamid & Anwar, 2019).

Then the researchers use the theory of Rhoades and Eisenberger (2002) to measure the perceived
organizational support on the variable (X3), which consists of six indicators with scores ranging from
1 (Strongly Disagree) to 5 (Strongly Agree), namely fairness, supervisory support, organizational
rewards, and job conditions. One example of the indicators is Perusahaan menghargai kontribusi saya
sebagai karyawan and Perusahaan peduli terhadap kesejahteraan karyawan. All the indicators on perceived
organizational support are valid because it has a p-value < 0.001 (Hamid & Anwar, 2019; Manullang
et al., 2023) state the reliability of omega on perceived organizational support is 0.921 and it shows that
this variable is reliable because it meets the standard value of > 0.7.

Meanwhile, to measure employee performance on the variable (Y) use the theory of Armstrong
and Taylor (2020) adapted from research conducted by Rahmatullah and Kasmir (2023), which consists
of 12 indicators with scores ranging from 1 (Strongly Disagree) to 5 (Strongly Agree), to measure
quality, quantity, time, cost suppression, supervision, and relationships between employees. One
example of the indicators is Saya mengerjakan pekerjaan dengan teliti and Saya mampu mencapai
target sesuai dengan yang telah ditentukan perusahaan All the indicators on employee performance
are valid because it has a p-value < 0.001 (Manullang et al., 2023). Hamid and Anwar (2019) state the
reliability of omega on employee performance is 0.939 and it shows that this variable is reliable because

it meets the standard value of > 0.7.
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Validity of the Instruments

All the indicators on organizational culture, organizational commitment, perceived organizational

support, and employee performance are valid because it has a p-value < 0.001 (Manullang et al., 2023).

Data Collection and Analysis

Data was distributed viadpaper questionnaires. This questionnaire was distributed to 107 respondents.
This research focuses on a unique organizational context. Although the sample size is small, it is
still representative,and the data collected is strong and reliable, as demonstrated by the fulfilment
of assumption tests and goodness-of-fit tests. We used the simple random sampling method. This
method ensures that the sample is unbiased and representative of the entire population. The sample
size was calculated using Slovin’s formula with a margin of error of 5% from 330 population, which
resulted in a sample size of 107 respondents. The results of this study provide a novel contribution
to previous research, particularly in the field of industrial and organizational psychology. The data
analysis of this study was conducted with JASP (Jeffrey’s Amazing Statistics Program). Using the
maximum likelihood estimation method. The evaluation is done by looking at the criteria for the
R-Square value & p-values. The R-Square value is used to measure the level of variation of the change
in the independent variable on the dependent variable. R-Square values of employee performance is
0.525 or 52.5%, which means that variations in variable Y (employee performance) can be explained by
variations in variables X1 (organizational culture), X2 (organizational commitment), and X3 (perceived
organizational support) of 52.5%. The remaining 47.5% can be explained by other variables not used
in this research. Furthermore, the value of p-values to determine the effect and level of significance in
hypothesis testing (Hamid & Anwar, 2019).

Result

Construct Validity

All the indicators on organizational culture, organizational commitment, perceived organizational
support, and employee performance are valid. Umar and Nisa (2020) state the criteria for determining
whether an item must be dropped: (1) if the item has a negative factor loading coefficient or; (2) if
the residual of an item is correlated with many residuals on other items or; (3) if the factor loading
coefficient is not significant. In this instrument, there are no negative items and the factor loading

coefficient is significant (p<0.05).

Table 1

Factor Analysis

Construct Indicator Factorloading S.E.  P-value M SD  Skewness
Factor B Bl 0.531 0.056  <.001  4.075 0.669 -0.086
B2 0.461 0.056  <.001 4215 0.659 -0.261
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Table 1 (Continued)

Factor Analysis

Construct Indicator Factorloading S.E.  P-value M SD Skewness

B3 0.421 0.046 <.001 4252 0.551 0.053
B4 0.410 0.052 <.001 4.168 0.591 -0.055
B5 0.402 0.045 <.001 4336 0.531 0.113
B6 0.251 0.049 <.001 4196 0.522 0.216
B7 0.600 0.054 <.001 4.056 0.684 -0.071
B8 0.343 0.045 <.001 4336 0.513 0.269
B9 0.286 0.054 <.001 4215 0.583 -0.354
B10 0.400 0.051 <.001 429 0.583 -0.141
B11 0.371 0.043 <.001 4.393 0.509 0.227
B12 0.403 0.045 <.001 4308 0.539 0.082
B13 0.516 0.060 <.001 4.131 0.688 -0.175
B14 0.409 0.045 <.001 4234 0.542 0.108
Factor K K1 0.730 0.072 <.001 4.009 0.651 -0.009
K2 0.654 0.063 <.001 3.645 0.893 -0.124
K3 0.555 0.052 <.001 3.953 0.794 -0.839
K4 0.708 0.061 <.001 3.813 0.661 -0.379
K5 0.647 0.067  <.001 3.869 0.802 -0.652
K6 0.718 0.077  <.001 3.729 0.819 -0.298
Factor PD PD1 0.684 0.069 <.001 3.776  0.935 -0.523
PD2 0.643 0.060 <.001 3.617 0.854 -0.002
PD3 0.515 0.048 <.001 3.907 0.759 -0.369
PD4 0.656 0.063 <.001 3794 0.61 -0.115
PD5 0.619 0.065 <.001 3.85 0.787 -0.439
PD6 0.736 0.077  <.001 3.738 0.793 -0.188
Factor KK KK1 0.407 0.052 <.001 3.757 094 -0.465
KK2 0.497 0.054 <.001 4.103 0.598 -0.036
KK3 0.438 0.053 <.001 3.869 0.616 0.083
KK4 0.497 0.055 <.001 3.925 0.654 0.076
KK5 0.471 0.059 <.001 3.86 0.679 -0.004
KK6 0.588 0.063 <.001 3.935 0.768 -0.397
KK7 0.576 0.055 <.001 3.822  0.698 0.088
KK8 0.592 0.062 <.001 3.813 0.754 0.056
KK9 0.599 0.055 <.001 3.953 0.706 0.066
KK10 0.485 0.053 <.001 3972  0.636 0.023
KK11 0.397 0.047  <.001 4.196 0.557 0.046
KK12 0.318 0.052 <.001 4215 0.567 -0.001
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Reliability of the Instruments

The coefficient of omega on organizational culture is 0.937, the score on organizational commitment
is 0.925, the score on perceived organizational support is 0.921, and employee performance is 0.939.
This shows that the four scales are reliable or consistent because they meet the standard value of > 0.7
(Hamid & Anwar, 2019).

Hypotheses Test Results

The influence and level of Hypothesis testing is done based on the p-values of 0.05, where these values
indicate significance in hypothesis testing. In this study, the research hypothesis is accepted p-values
< 0.05 (Haryono, 2017). Hypothesis testing is based on standardized estimates and significance levels.

The results of the significance test are shown in table 2.

Table 2
Hypotheses Testing
Hypotheses Path Estimate p-value Result
H1 BO-KK 0,533 0.001  Supported
H2 KO-KK -0,014 0.734  Not Supported
H3 PDO-KK 0,039 0.435  Not Supported

Based on table 2 explains that the hypothesis testing is:

H1: The result shows (5 = 0,533, p<0,01) the p-values of 0.001 < 0.05, which means that H1 is supported.
So, it shows that organizational culture (X1) has an effect on employee performance (Y).

H2: The result shows (3 = -0,014) the p-values of 0.734 > 0.05, which means H2 is not supported. So, it
shows that organizational commitment (X2) has no effect on employee performance (Y).

H3: The result shows (8 = 0,039) the p-values of 0.435 > 0.05, which means H3 is not supported. So, it

shows that the perceived organizational (X3) has no effect on employee performance (Y).

Discussion

The Effect of Organizational Culture on EmployeedPerformance

The first hypothesis (H1) is that organizational culture (X1) affects employee performance (Y). In
this study, the first hypothesis was accepted. Based on the results of hypothesis testing in Table 2,
the influence of organizational culture on the performance of employees was obtained with p-values
of 0.001 < 0.05 (sig) which means H1 is accepted. Thus, it shows that organizational culture (X1)
affects employee performance (Y). The results of this study are in line with the results of research
by Maamari and Saheb (2018), where research proves that organizational culture affects employee
performance. According to the results of another study conducted by Bagis et al. (2021), it is proven
that organizational culture has a significant effect on employee performance. Other research results
that are in line with this research are research conducted by Wua et al. (2022), where organizational

culture has a significant effect on employee performance. Organizational culture can come from
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attitudes toward work, preferences for work rather than other activities, and behavior at work, such as
persistence, commitment, responsibility, prudence, thoroughness, a strong willingness to learn tasks
and responsibilities, empathy for colleagues, and vice versa (Sihombing et al., 2018). According to
Edison et al. (2016), organizational culture has an impact on employee performance as members of the
organization. A strong organizational culture will support the company’s goals; otherwise, a weak
organizational culture will inhibit or conflict with organizational goals. Thus, a strong and positive

organizational culture is very influential on the behavior and performance of the company.

The Effect of Organizational Commitment on Employee Performance

The second hypothesis (H?2) is that organizational commitment (X2) affects employee performance (Y).
In this study, the second hypothesis was rejected. Based on the results of hypothesis testing in Table 2,
the effect of organizational commitment on the performance of employees was obtained with p-value
of 0.734 < 0.05 (sig) which means H2 is rejected. Thus, it shows that organizational commitment (X2)
has no significant effect on employee performance (Y) at the paper manufacturing plant. Based on the
theory according to Meyer and Allen, as cited in (Edison et al., 2016), organizational commitment is
the relationship between organizational members and their organization and has a relationship with
individual decisions to continue their membership in the organization. However, after doing research,
it is known that organizational commitment has no significant effect on employee performance.
This study aims to investigate the impact of organizational culture, organizational commitment, and
perceived organizational support on employee performance at the paper manufacturing plant. This
can be because other factors are more dominant in influencing the performance of employees at the
paper manufacturing plant.

According to the results of another study conducted by Eliyana et al. (2019), organizational
commitment does not have a significant effect on employee performance. The results of research
conducted by Suwibawa et al. (2018) state that organizational commitment has no significant effect on
employee performance. The results of other research, namely that conducted by Azizah et al. (2019),
show that organizational commitment has no significant effect on employee performance. The results
of research conducted by Bagis et al. (2021) prove that organizational commitment has no significant
effect on employee performance. Other research results, according to Santoso and Kambara (2020),
state that organizational commitment has no significant effect on employee performance.

These results show that companies still need to pay attention to the commitments of their
employees. Although the results of the study show that they do not have a significant effect, the
commitment of employees will certainly have a positive impact on the performance and sustainability
of the company. The organizational commitment has not had an impact on employee performance. To
improve employee performance, it is necessary to improve work skills and policies for welfare so that
organizational commitment can increase and affect employee performance. Furthermore, in increasing
organizational commitment, it is necessary to pay attention to a favorable work environment so that
employee performance can increase, ultimately fostering improved overall productivity. In addition,

it is necessary to pay attention to the need for employee promotions; relationships with colleagues and
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superiors need to be continuously improved so that employee performance is better in the future.

The Effect of Perceived Organizational Support on Employee Performance

The third hypothesis (H3) is that perceived organizational support (X3) affects employee performance
(Y). In this study, the third hypothesis was rejected. Based on the results of hypothesis testing, the effect
of organizational commitment on the performance of employees was obtained with p-values of 0.435
> 0.05 (sig) which means H3 is rejected. So, it shows that the perceived organizational support (X3) has
no significant effect on employee performance (Y) at the paper manufacturing plant. However, after
completing research, it is known that the perceived organizational support has no significant effect on
employee performance at the paper manufacturing plant. This can be because other factors are more
dominant in influencing the performance of employees at the paper manufacturing plant.

The results of this study are in line with the results of research by (Dea Pradinska Dewi, 2020;
Dewi et al., 2021; Lestari, 2019; Soeprijadi & Sudibjo, 2021; Yulivianto, 2019), which prove that
perceived organizational support has no significant effect on employee performance. These results
indicate that companies still need to pay attention to the perceived organizational support possessed
by their employees. Although the results of the study show no significant effect, the perceived
organizational support provided to employees will certainly have a positive impact on employee
performance. Perceived organizational support at the paper manufacturing plant is not an important
factor in improving employee performance. This is because employee performance tends to be driven
by functions, duties, and responsibilities in the company, so when employees are already working, it
becomes a strong boost, not the perceived organizational support. Other research results, according to
(Agustyna & Prasetio, 2020; Astuty & Udin, 2020; Damayanti & Purba, 2019; Weny et al., 2021), state
that perceived organizational support has a significant effect on employee performance.

Perceived organizational support that is felt directly has not been able to improve employee
performance at the paper manufacturing plant. Although the support provided is significant, the
employees’ performance will remain as usual. The perceived organizational support as the highest
value from the recapitulation of the perceived organizational support variable shows that justice
and superior support have not been able to increase employees working together to complete work.
Employees already have a good form of cooperation between fellow employees and leaders. Support
from superiors has also not been able to improve the quality and quantity of employee work. The
quality of work or work quantity of employees has been monitored and measured properly so that
the quality and quantity of work of employees will go well, not because of organizational support
such as support from superiors for employees, because targets must be met by each employee so that
employees work according to the target and the quantity of work is also maintained.

The limitations of this study are the relatively small sample size (N = 107) and the specific
characteristics of the sample (i.e., paper manufacturing plant employees). Regarding the limitations
of the sample size, we realize that the sample size of 107 is far below the minimum recommended
sample size for CFA implementation, which is 200 (Hoogland & Boomsma, 1998) or 265 (Muthén &

Muthén, 2002). However, we report various information, such as standard errors and skewness for
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each item as a basis for fulfilling the assumptions of CFA implementation, even though the sample is
relatively small. This is in line with the reporting standards for this type of analysis, see Appelbaum
et al. (2018). Future research can apply more appropriate methods to analyze data with relatively
small sample sizes that have not been used in this study, see Cafiete-Massé et al. (2021) and Smid et al.
(2019). Due to the very specific characteristics of the sample, we realize that the findings of this study
should not be overgeneralized and should only apply to samples that are relevant or have the same

characteristics as our research.

Conclusion

Based on the results of this research, organizational culture affects employee performance at the
paper manufacturing plant as indicated by p-values of 0.001 < 0.05 (sig). Organizational commitment
does not affect employee performance. Organizational commitment does not affect employee
performance at the paper manufacturing plant as indicated by p-values of 0.734 > 0.05 (sig).
Perceived organizational support does not affect employee performance at the paper manufacturing
plant as indicated by p-values of 0.435 > 0.05 (sig). There are some suggestions to improve
employee performance through organizational culture, organizational commitment, and perceived
organizational support.

In this research, organizational commitment and perceived organizational support have no
effect on employee performance at a paper manufacturing plant. Among employees, expectations for
increasing organizational commitment and perceived organizational support for improving employee
performance are still not high enough. This research also shows that organizational culture has
the strongest influence compared to organizational commitment and organizational perceptions
on employee performance at a paper manufacturing plant. For this company, it shows that the
organizational culture that exists among employees on employee performance is quite high. Therefore,
companies can continue to maintain organizational culture. In addition, companies also need to
increase organizational commitment and perceived organizational support so that they can improve

employee

Implication

The findings of this research indicate that organizational culture has the strongest influence on
performance compared to organizational commitment and organizational perception, meaning that
a strong organizational culture will support company goals while a weak organizational culture will
hinder organizational goals. Improving employee performance can be achieved through strengthening
organizational culture. Organizations can internalize cultural values through cultural socialization
activities, corporate culture training, and cultural rituals so that employee work behavior will develop,

which contributes to improving performance in the organization.
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Recommendation

It is suggested that future research use a larger sample size with a wider variety of industries. We
hope that future researchers can separate work period, as well as age and gender in more detail, which
may influence employee performance in the organization. Future research can examine the potential
of human resources and organizational behavior that have a positive effect on improving employee
performance, such as leadership, remuneration, development and training, as well as other variables

originating from theoretical studies and previous research on employee performance.
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