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ABSTRACT

This study aims to 1) describe the variables of organizational culture, knowledge management, job satisfaction and employee
performance. 2) analyze the influence of organizational culture and knowledge management on job satisfaction. 3) analyze the
influence of organizational culture and knowledge management on employee performance 4) analyze the effect of job satisfaction
on employee performance. 5) analyze the influence of organizational culture and knowledge management on employee
performance through job satisfaction in the Grand Palace Malang Hotel environment. The sample in this study were 40
employees. Analysis technique uses path analysis. The results of the analysis show that Organizational Culture and Knowledge
Management have a significant influence on Job Satisfaction. Organizational culture does not have a significant influence on
employee performance. In addition, knowledge management has a significant effect on employee performance. It turns out that
job satisfaction has a significant effect on employee performance. Job satisfaction moderates organizational culture and
knowledge management on employee performance. Job Satisfaction becomes the most important part to be considered and
considered by top management because through job satisfaction employee work results can be achieved.
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1. INTRODUCTION

Employee satisfaction can be determined by organizational culture. means that if the application of the values contained in
the organization which is an integral part of the culture of the organization itself can be implemented well in organizations,
especially the hotel world. The values in question are able to meet the expectations of employees whose orientation is toward
employee satisfaction at work. Organizational culture is also a major element that can cover all forms of employee activity at work
and has an impact on the maximum level of job satisfaction.

All companies basically employ employees in the hope that their performance can be implemented in order to achieve
goals well. However, whether or not the performance that is owned is always related to factors within the company itself one of
which is organizational culture. The application of organizational culture in a service company is not the same. Being aware of
this, employees are required to work in accordance with the values that exist in a company.

Employee performance tends to improve when supported by the management of knowledge from the employee itself as a
benchmark for the extent to which employees are able to understand the conditions and work systems in a company. Knowledge
management forms the mindset and capital for employees in carrying out their activities. On the other hand, the majority of
employee understanding tends to experience difficulties regarding the operational systems that apply in hospitality service
companies. This phenomenon has an impact on the decline in employee performance so that employee responses are not so fast in
interpreting tasks and functions in a company. Job satisfaction becomes a benchmark of good and bad performance of employees
in the organization. Satisfied and whether or not employees at work provide a representation of the performance of the employees
themselves.

The majority of three-star hotels in the Malang City area are quite numerous, one of which is the Grand Palace Hotel
Malang. seeing the number of three-star hotels, it is possible that each management must have prepared its Human Resources
superiority with the aim of being able to compete. This condition can be traced from the high and low level of sales. This is
closely related to the role of Human Resources in understanding the performance they have. Efforts to realize the success of an
organization can be viewed from one aspect, namely employee job satisfaction which is one of the most important parts in a
company.
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This research aims at uTo describe the variables of organizational culture, knowledge management, job satisfaction and
employee performance, analyze the influence of organizational culture and knowledge management on job satisfaction, analyze
the influence of organizational culture and knowledge management on employee performance, analyze the effect of job
satisfaction on employee performance, and analyze the influence of organizational culture and knowledge management on
employee performance through job satisfaction in the Grand Palace Hotel Malang.

2. LITERATURE REVIEW

2.1. Employee Performance Theory

Performance is the stage of achieving certain jobs (Simanjuntak) [1]. In addition, organizational support, management
effectiveness and individual performance in a company are factors that influence performance (Simanjuntak) [1]. Meanwhile,
according to Rivai, performance is about work and the process of achieving that job [2].

Santis et. al. defining employee performance is an individual's ability to carry out tasks that contribute to the development
of the organization's technical core. Companies need to realize the ability of employees, be able to manage it, and in turn align it
with the overall business strategy of the company [3].

2.2. Theory of Organizational Culture

Organizational culture is the main idea produced by a certain group of people to overcome various kinds of problems
(Schein) [4]. Culture can be interpreted as the dominant beliefs, values, attitudes and behaviors that are characteristic of a group of
people (Warrick) [5]. In addition, in practical terms, culture describes the environment in which people work and their influence
on the way they think, act and experience work, (Warrick et al.) [6]. Organizational culture has certain parameters including
employee participation, innovation and risk taking, reward systems, and customer service orientation (Shahzad) [7].

2.3. Knowledge Management Theory

Knowledge management becomes a means of implementing processes in knowledge management itself that can refer to
the analysis of how far it affects employee performance (Kurniawan) [8]. Besides knowledge management is a model of a
message that has a high value as a basis for action that is usually used in policy making (Davenport and Prusak) [9].

Knowledge management is management with a collaborative and integrated approach to creating, obtaining, managing,
accessing, and using company intellectual assets (Dalkir) [10]. In everyday life, everyone is only dealing with data, information
where if it does not contain value, then basically it is not an acknowledgment (Knowledge), but instead is a method used to
retrieve the value of knowledge itself, ( Davenport and Prusak) [9]. The focus of knowledge management lies in how to acquire,
create and share knowledge with the support of technical and cultural basics (Uslima) [11].

2.4. Job Satisfaction Theory

Job satisfaction is a general behavior for performance that is there is an appropriate reward and achievement (Robbins)
[12]. Employee satisfaction is the feeling of each person towards the work in the organization. In completing tasks, satisfaction is
a part that is very desired by employees. Job Satisfaction is an emotional condition that is generated positively (pleasant) at the
time of assessment and work experience (Locke) [13]. In general, job satisfaction describes the cutting down of employees about
their work. Job Satisfaction is a condition of an employee between likes and dislikes regarding his work (Munandar) [14].

3. RESEARCH METHODS

3.1. Definition of VVariable Operations

a. Organizational Culture (X1)
Organizational Culture is a form of representation of norms, values that are adhered to by employees and able to be
implemented properly. Organizational culture variables are measured using three indicators, namely:
1) Clothes
2) Office Design
3) Office Spatial Planning

b. Knowledge Management (X2)
Knowledge management is a model of a message that has value as a basis for acting and making decisions. To measure
knowledge management variables, indicators are determined, namely:
1) Document
2) Note
3) Experience

c. Job Satisfaction (Y1)

www.ijasre.net Page 11

DOI: 10.31695/IJASRE.2020.33843



http://www.ijasre.net/
file:///E:/ijasre-19/vol%205-5/published%20papers/www.ijasre.net
http://doi.org/10.31695/IJASRE.2020.33843

International Journal of Advances in Scientific Research and Engineering (ijasre), Volume 6 (7), July -2020

Job satisfaction is a person's emotional condition that is produced positively (pleasant) at the time of assessment and
work experience. Indicators in measuring job satisfaction variables, namely:

1) Principle

2) Personality

3) Nature of Work

d. Employee Performance (Y2)
Employee Performance is a personal and organizational goal to be achieved effectively and efficiently by an employee
with the ability to utilize the resources they have. Employee performance is measured by three indicators, namely:
1) Productivity
2) Consistency
3) Quality of Work

3.2. Population and Sample
The population in this study were employees of the Grand Palace Hotel Malang, amounting to 40 people. This sampling
method is called the census method.

3.3. Data analysis technique
This data analysis technique uses Path Analysis or path analysis to determine the value of testing the direct effect, indirect
effect, the total effect between endogenous and exogenous variables.

4. RESULTS AND DISCUSSION
41. Results

In this study, to calculate the coefficient of determination the following formula is presented:
R2 Model = 1- (VI — R%.. R2V1 — RZV1

=1-(V1—=10,83y1-0,98V1— 0,81)

=1-(1/0,17.4/0,02 V0,19)

=1-(0.41, 0.14, 0.43)

=1-0,01

=0,99

The total value of the coefficient of determination of 0.99 indicates that the diversity of data or information that can be

explained by the model is 99.0%, while the rest (1%) is explained by other variables not included in the model or error. The
explanation above gives the meaning that the model in this study is accepted as a tested analysis tool and is able to prove the
hypotheses made.

Organizational Culture Office Spatial Planning (X1.3) = 3.93

(X1)
Job Satisfaction R=0: Employee
(Y1) Performance (Y2)
Productivity (Y2.1) = 3.68
Knowledge roduetivity (Y21)
Management (X2)
Document (X2.1) = 3.68
Figure 1 Path Analysis Results
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4.2. Path Analysis
In this study, the results of path analysis can be presented in the following table:

Table 1 Summary of Path Analysis Results

. . Total
Variable Direct Indirect Influence
Influence Influence
Organizational Culture (X1) = Employee Performance (Y2) 0.037 0.037
Knowledge Management =» Employee Performance (Y2) 0.966 0.966
Organizational Culture (X1) =» Job Satisfaction (Y1) 0.286 0.286
Knowledge Management =» Job Satisfaction (Y1) 0.684 0.684
Job Satisfaction (Y1) =» Employee Performance (Y2)
0.903 0.903
Organizational Culture (X1) =» Job Satisfaction (Y1) = Employee 0.286 X 0.903 =
Performance (Y2) 0258 0.295
Knowledge Management (X2)=>»Job Satisfaction (Y1) =» Employee 0.684 X 0.903 =
Performance (Y2) 0.617 1.583

In the summary table the results of the path analysis above show that the results of the multiplication of direct influence
between the Organizational Culture variables on Employee Performance through Job Satisfaction obtained a figure of 0.258. For
the path of indirect influence of the Knowledge Management variable on Employee Performance through Job Satisfaction, a result
of 0.617 is obtained. While the total value of 0.037 is a direct influence of the variable Organizational Culture on Employee
Performance. This figure is smaller than the total value of 0.966, which is the result obtained from the direct influence of the
Knowledge Management variable on Employee Performance. Thus, the comparison of direct and indirect influence pathways can
be obtained from the sum of the total effects so that it can be obtained that the total direct effect is 1. 003 while the result of
indirect effect of 1,878 then the path of the influence of Organizational Culture and Knowledge Management variables on
Employee Performance through Job Satisfaction at the Grand Palace Hotel Malang is the most powerful indirect influence
pathway on the structural equation model constructed (Figure 4.6). Thus, the job satisfaction variable can be said as a Moderating
variable.

4.3. Hypothesis testing

a) Hypothesis Test I
Hypothesis | test results in regression can be shown in the following table:

Table 2 The Influence of Organizational Culture and Knowledge Management on Job Satisfaction

Variable Regre_ss_lon T value P Value
Coefficient
Organizational culture =» Job satisfaction 0.286 2,906 0.006
Knowledge Management =» Job satisfaction 0.684 6,952 0,000
R=0.917
R Square (R2) = 0.831

From the results of the first hypothesis test on the influence of organizational culture and knowledge management on Job
Satisfaction in the table above, then the coefficient value obtained from Organizational Culture is 0.286, t value is 2.906 and p
value is 0.006 which is less than p < 0.05 (o = 5% ), then these results can be interpreted that Organizational Culture has a
Significant effect on Job Satisfaction. As for the Knowledge Management variable beta coefficient values of 0.684, t value of
6.952 and p value of 0.000 are smaller than p < 0.05 (o = 5%), which indicates that knowledge management has a significant
effect on Job Satisfaction. Thus it can be concluded that the First Hypothesis can be accepted.

b) Hypothesis Test Il
Hypothesis test 11 in the regression model is presented in the following table:
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Table 3 The Influence of Organizational Culture and Knowledge Management on Employee Performance

Variable Regression Coefficient T value P Value
Organizational culture = Employee performance 0.037 1.316 0.196
Knowledge Management=>» Employee performance 0.966 34.334 0.000

R =0.993
R Square (R2) = 0.986

Based on the second hypothesis test in the table above proves that organizational culture with a beta coefficient of 0.037, t
value of 1.1316 and p value of 0.196 is greater than p > 0.05 (o = 5%). Thus, Organizational Culture does not have a significant
influence on Employee Performance. Knowledge Management coefficient value is 0.966, t value is 34.334 and p value is 0.000.
this number is smaller than p < 0.05 (a0 = 5%), therefore Knowledge Management has a significant effect on Employee
Performance. Because given the value of the variable Organizational Culture p = 0.196 is greater than (=) 0.05, it can be
concluded that the second hypothesis cannot be accepted.

c) Hypothesis Test Il
The regression results for Hypothesis 111 test are presented in the table below:

Table 4 Effect of Job Satisfaction on Employee Performance

Variable Regression Coefficient T value P value

Job satisfaction = Employee performance 0.903 12.979 0.000

R =0.903
R Square = 0.811

From the third hypothesis test table above about the effect of Job Satisfaction on Employee Performance can be obtained beta
coefficient of Job Satisfaction that is 0.903, t value of 12.979 and p value of 0.000 which is smaller than p < 0.05 (o= 5%), so that

at this study can be concluded that Job Satisfaction has a significant effect on employee performance and the third hypothesis can
be accepted.

d) Hypothesis Test IV
Regression results for hypothesis IV testing can be seen in the following table:

Table 5 The Effect of Organizational Culture and Knowledge Management on Employee Performance through Job
Satisfaction

Variable Regression Coefficient T value P value
Organizational culture =» Employee performance 0.037 1.316 0.196
Knowledge Management =» Employee performance 0.966 34.334 0.000
Organizational culture = Work Management 0.286 2.906 0.006
Knowledge Management =» Job satisfaction 0.684 6.952 0.000

In the table above the results of the fourth hypothesis test show Job Satisfaction can mediate Organizational Culture
variables, because the coefficient value of b5 with a probability of less than 5%, organizational culture is said to have a significant
effect on Job Satisfaction at the Grand Palace Hotel Malang. In addition, because the coefficient value of b3 has a probability
greater than 0.05 which is 0.196 so these results can show that organizational culture does not have a significant effect on
employee performance. Thus the fourth hypothesis in this study cannot be accepted.
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4.4.

Discussion

a. Description of variable Organizational Culture, Knowledge Management, Job Satisfaction and Employee
Performance at the Grand Palace Hotel Malang.

1)

2)

3)

4)

Organizational culture

Organizational culture is determined by several indicators namely Clothing, Office Design and Office Spatial
Planning. The average value of the Office Spatial Indicator is 3.93 which means that the indicator has the most important
contribution to the variable Organizational Culture. In addition, these results provide an overview of each Grand Palace
Malang hotel employees about the arrangement of roomy and panoramic workspaces that can make it easier for
employees to be more flexible in coordinating to complete work. If viewed from the average value of the Office Spatial
Indicator, the majority of employees of the Grand Palace Hotel Malang agree and support that Office Spatial Planning is
the main factor in working. Therefore, Grand Palace Malang Hotel management needs careful consideration and review
of the values of the organizational culture that significantly impact the work of employees. The results of this study are
identical with Schein's research which says that values in culture one of which includes Office Spatial Planning being the
main value in shaping and directly influencing one's behavior to work in an organization [15].

Knowledge Management

In this study, knowledge management is formed by several indicators including documents, notes and experience.
The average value of the document indicator that became the main variable in the Knowledge Management variable was
3.68. These results indicate that employees of the Grand Palace Hotel Malang have a personal document in completing
work.

Documents become the most important part in supporting the work of someone in an organization. Based on the
criteria of the average value generated above illustrates the majority of employees of the Grand Palace Hotel Malang
agree that in completing a job there is a separate document about important and fundamental things for the good of the
organization. Therefore, Knowledge Management variables need to be considered for organizational progress and
excellence. In line with Falah research which says that organizations need to consider knowledge management as one of
the methods in managing employee performance in order to obtain maximum work results [16].

Job satisfaction

Indicators of job satisfaction include the Principles, Personality and Nature of Work. The highest score of each
indicator of job satisfaction is the Nature of Work for 3.98. This figure shows that job satisfaction is formed by the nature
of work and also the majority of employees at the Grand Palace Hotel Malang agree that in completing work in
accordance with the available time, position and competency that is owned so that the management in the organization
needs to realize the importance of job satisfaction. This can indirectly provide employee encouragement in achieving
better work results. In addition, job satisfaction is also a measure of employee comfort in carrying out the tasks assigned
by the organization [17].

Employee performance

Employee Performance variable indicators in this study consisted of Productivity, Consistency and Quality of
Work. Productivity is the main variable in the Employee Performance variable. this is evidenced from the highest
average score for productivity of 3.68. This figure shows that productivity is an aspect that is considered important in
employee performance. basically the majority of employees of the Grand Palace Hotel Malang complete work in
accordance with their respective work volumes based on company standards with quality and capabilities. In addition,
productivity implies employee morale in working to achieve superior work results. In his research, Ferreira & Du Plessis
said that productivity is part of the completion of tasks by an employee in achieving the expected work results based on
the job description [18].

b. The Influence of Organizational Culture and Knowledge Management on Job Satisfaction.

Overview of Organizational Culture variables that have a regression coefficient of 0.286. This figure shows that the

level of job satisfaction is formed based on the basic values guided by an employee in an organization. This means that these
conditions can be measured by how comfortable the employee is to complete the work. Mustika in his research said that
organizational culture variables also have a positive contribution to job satisfaction [19].

Value of the Regression Coefficient of Knowledge Management Variables in this study amounted to 0.684. based on

the results obtained, Knowledge Management has a significant effect on Job Satisfaction at the Grand Palace Hotel Malang.
This means that Job Satisfaction will increase if there is a Knowledge Management Variable in the Grand Palace Hotel
Malang. Research conducted by Kurniawan said that Knowledge Management has a significant influence on Job Satisfaction

[8].
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c. The Effect of Organizational Culture and Knowledge Management on Employee Performance

Based on the value of the regression coefficient of the Organizational Culture variable that is 0.037 with a probability
level of more than 0.05, there is no significant effect of organizational culture variables on employee performance. Therefore
the results of this study indicate that Employee Performance will change if there is no Organizational Culture. This result is
inversely proportional to Mariam's research that there is a significant influence of the variable Organizational Culture on

Employee Performance [20].

The Knowledge Management Variable has a regression coefficient of 0.966 and the probability value is less or less
than 0.05 which illustrates that each increase in the Knowledge Management Variable, increases the Performance of
Employees. This means that Knowledge Management significantly influences Employee Performance at the Grand Palace
Hotel Malang. This result is supported by Uslima's research which proves that knowledge management has a significant

influence on employee performance [11].

d. Effect of Job Satisfaction on Employee Performance

In this study, the regression coefficient value on the job satisfaction variable is 0.903. This figure shows that with job
satisfaction, it has an impact on improving employee performance. One aspect that increases employee performance in
organizations is job satisfaction. In addition, the level of employee satisfaction at work can be achieved if viewed from the
variable job satisfaction which has an average value of 4.27. Mariam's research proves that job satisfaction has a significant

effect on employee performance [20].

e. The Effect of Organizational Culture and Knowledge Management on Employee Performance through Job

Satisfaction

In this study the Job Satisfaction variable can mediate knowledge management on employee performance which
means that employee performance at the Grand Palace Malang hotel will get better with the increase in knowledge
management. The condition is measured through the Knowledge Management variable probability value of less than 0.05.
Ardiansyah in his research found that knowledge management has a positive influence on employee performance [21]. In
addition, employee performance will decline if there are no organizational culture variables. This is evidenced that job

satisfaction cannot mediate the variable in question.

5. CONCLUSIONS AND RECOMMENDATIONS

5.1. Conclusion

From the results of the research and discussion in this study, the following conclusions are drawn:

1) Employees at the Grand Palace Hotel Malang. This means that, the lower the organizational culture, the employee's
performance will tend to change. Therefore, organizational culture has the main task The results of descriptive statistical
analysis of organizational culture variables, knowledge management, job satisfaction and employee performance illustrate
that the majority of employees at the Grand Palace Hotel Malang tend to be active in carrying out tasks and functions for
organizational sustainability. Hotel management is considered good in implementing organizational culture. Knowledge
management is one of the methods applied to achieve good work results by relying on the size and level of employee

performance in a company.

2) It turns out that Organizational Culture and Knowledge Management have a significant influence on Job Satisfaction at the

Grand Palace Hotel in Malang.

3) Organizational culture does not have a significant effect on performance to improve employee performance. In addition,

knowledge management has a significant effect on employee performance.

4) It turns out that job satisfaction has a significant effect on employee performance at the Grand Palace Hotel Malang. These

results indicate that increasing job satisfaction also increases employee performance.

5) Job satisfaction moderates organizational culture and knowledge management on employee performance. Job Satisfaction
becomes the most important part to be considered and considered by top management, because through job satisfaction

employee work results can be achieved.
5.2. Suggestion

From the conclusions above, the suggestions in this study are as follows:
1) Practical

PT Arga Mulia Graha is a forum that aims to improve the work of its employees, management should always prioritize
employee job satisfaction. PT Arga Mulia Graha needs to examine more deeply the application of Organizational Culture and
Management to the fullest because these two aspects are very influential in improving employee performance. On the other
hand, it is necessary to hold a socialization regarding the values that are the foundation of the employees' work, so that they

hope that young employees will get the job done better.
2) Theoretical

The results of this study are expected to be a guideline by the management of the Grand Palace Hotel Malang as a source for

realizing the vision and mission that has been predetermined through a model built based on aspects of human resources.
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