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ABSTRACT 

 
This study aims to analyze how far the influence of Akhlak organizational culture which 

is the new organizational culture of BUMN on employee performance and job satisfaction levels 

at Semen Gresik Hospital. The data used were taken from organic employees of Semen Gresik 

Hospital as many as 101 people, with proportional sampling technique. Data collection by online 

questionnaire. Data processing using parth analysis of SPSS version 25 for windows. The results 

of the study found that Akhlak organizational culture variable had a direct and indirect effect on 

employee performance and job satisfaction. The direct influence of Akhlak organizational culture 

on employee performance is 0.357 smaller than the indirect influence of Akhlak organizational 

culture on employee performance through job satisfaction as an intervening variable of 0.434. 
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1. INTRODUCTION 

Globalization is a global giant capitalist process of doing business throughout the world without 

any barriers (no entry barriers), therefore all companies, both service and goods companies, must 

have anticipatory strategies in winning the competition or staying afloat. One of the anticipatory 

measures is to strengthen human resources (HR), with reliable HR management, both planning, 

organizing, actuating, and controlling (POAC) to achieve the company's goals and ideals. The 

hospital is one of the companies engaged in health services to the community. In the era of 

disruption 4.0 which was implemented in various industries, hospitals which were included in the 

health service industry did not escape these changes. 

Semen Gresik Hospital has implemented a 4.0 digitization-based program in several services 

such as online doctor consultation (telemedicine), registration for doctor examinations with the 

online WhatsApp application, drug delivery services to patients' homes and many other services. 

To carry out these services, of course, requires competent human resources in order to produce 

high employee performance. Based on employee performance appraisal in semester 1 of 2020, 

employee performance is around 72% (80% company KPI standard), the decline in employee 

performance can be seen from the increasing number of incoming criticisms & suggestions, in 

2020 there were 80 criticisms, an increase from the previous year, and occurred in patient care unit 

from registration to pharmacy services. 

Employee performance is a set of results achieved and refers to the act of achieving an 

assigned job (Indrasari, 2017). One of the efforts to improve employee performance is by creating 

a work culture or organizational culture. Organizational culture is actually a set of assumptions or 

beliefs, values and norms developed within the organization that can be used as a reference in 

overcoming problems of external and internal adaptation (Mangkunegara, 2017). 

Rumah Sakit Semen Gresik mengenal budaya organisasi perusahaan sejak tahun 2017, 

dengan nama budaya organisasi “ SPIRIT” (Safety, Profesional, Integrity, Reliable, Innovative 

dan Teamwork). Akan tetapi budaya organisasi tersebut belum sepenuhnya menjiwai sebagai 

budaya organisasi serta belum memberikan konstribusi yang nyata bagi peningkatan kinerja 

karyawan. Sebagai contoh dibeberapa kegiatan masih didapatkan karyawan lebih mengedepankan 

kepentingan pribadi atau unit kerja mereka dibandingkan kepentingan perusahaan. Pertengahan 

tahun 2020 RS Semen Gresik bergabung dalam induk organisasi kesehatan BUMN atau IHC 

(Indonesia Healthcare Corporation) yang dicanangkan Menteri BUMN melalui Surat Edaran 

Nomor SE-7/MBU/07/2020 tanggal 1 Juli 2020 tentang tata nilai baru sumber transformasi berupa 

budaya organisasi “Akhlak”, kepanjangan dari Amanah, Kompeten, Harmonis, Loyal, Adaptif, 

Kolaboratif. Budaya organisasi ini diharapkan mampu menjawab tantangan bisnis yang terjadi, 

dapat meningkatkan kinerja karyawan yang nantinya berdampak pada peningkatan kinerja 

perusahaan dan organisasi. 

Semen Gresik Hospital has recognized the company's organizational culture since 2017, with 

the name "SPIRIT" organizational culture (Safety, Professional, Integrity, Reliable, Innovative and 

Teamwork). However, the organizational culture has not yet fully imbued itself as an 

organizational culture and has not made a real contribution to improving employee performance. 

For example, in some activities, it is still found that employees prioritize their personal or work 

unit interests over the interests of the company. In mid-2020, Semen Gresik Hospital joined the 

parent health organization of BUMN or IHC (Indonesia Healthcare Corporation) which was 

launched by the Minister with SE No : 7/MBU/07/2020 dated July 1, 2020 regarding the new 
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values for the source of transformation in the form of “ Akhlak” organizational culture, stands for 

Amanah, Competent, Harmonious, Loyal, Adaptive, Collaborative. This organizational culture is 

expected to be able to answer business challenges that occur, can improve employee performance 

which will have an impact on improving company and organizational performance. 
The Akhlak organizational culture is slightly different from the organizational culture that has 

existed previously where the first component is Amanah, with a very deep meaning content, related to 

beliefs or religious elements, that work is not solely for making money, our work in the world will be 

judged in the world. another life (hereafter). For the second component, namely Competence, it means 

being qualified in terms of knowledge, attitude and skills and having a high willingness to learn new 

things according to the company's development. The third component is harmony, emphasizing mutual 

respect for everyone indiscriminately. The fourth component is loyalty or loyalty which means being 

obedient to the leadership, being able to maintain the good name of the company and the nation and 

state, here the emphasis is on working and sacrificing for the common interest, the interests of the 

company or nation and state above personal interests, work units or groups. The next component is 

adaptive, which means full of innovation and enthusiasm in dealing with changes that occur, easy to 

adapt, always proactive and not passive to challenges and changes in the company's business. The last 

component is collaborative or able to work together synergistically between employees, work units, 

companies by utilizing existing resources. 

From the results of measuring the level of employee performance between the old 

organizational culture and Akhlak organizational culture, it was found that there was an increase 

in performance but it was not significant, it could be because the application of Akhlak 

organizational culture was still running recently. This confirms the research of Nurhalim & 

Sudarsih (2015) that the application of organizational culture has a positive but not significant 

effect on employee performance at the Jember Branch of Bank Indonesia. In contrast to the two 

researchers above, Thohir & Agustian (2020) say that one of the efforts that can be used to improve 

employee performance is to create a shared view of organizational culture. This opinion is 

supported by the research journal Ekpenyoung, N & Ekpenyoung, A (2016) that organizational 

culture affects employee performance, increasing and decreasing employee performance depends 

on the organizational culture. From the differences between the two journals and the opinions 

above, it raises interest in further research on the influence of organizational culture on employee 

performance. 

Improved performance is needed in the Covid-19 pandemic, where the room occupancy rate 

or BOR (Bed Occupancy Ratio) has decreased significantly, due to public fear of using existing 

health services, including hospital health services. According to Fahmi (2018), many changes that 

occur in the business environment are caused by external factors that are uncontrollable, so that it 

is necessary to continuously improve optimal employee performance in facing all challenges that 

occur both internally and externally. 

At Semen Gresik Hospital, in carrying out efficiency during the pandemic, several policies 

have been carried out, namely suppressing and eliminating overtime hours, delaying the 

acceptance of new employees to replace employees who are retired, while the duties of employees 

who are retired are assigned to existing employees. This policy creates feelings of dissatisfaction 

among employees where employees are required to work more without being compensated in the 

form of additional income. The compensation is only given to certain work units or rooms that 

treat Covid-19 patients. According to Sinambela (2012), employee job satisfaction is closely 

related to employee performance, where job satisfaction is maintained, employees will try to 

improve their performance, because employees get justice and make employee psychological 

agreements with the company. 

Based on data regarding the level of employee satisfaction in the last year showing a decline, 
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in 2020 it decreased by 3%, the exact cause is not yet known, it could be due to the impact of the 

implementation of company policies by making labor cost efficiency, especially during the covid- 

19 pandemic or other reasons. In the research journal Wijaya (2018), it is stated that job satisfaction 

has a positive effect on employee performance, where companies if they wish to improve their 

employee performance, the level of job satisfaction of employees must be increased first, agreeing 

with Damayanti, et al (2018), concluding that there is a strong and significant relationship between 

job satisfaction and employee performance. According to Indrasari (2017) job satisfaction and 

performance are largely determined by the comparison between what the job gives them and what 

they give to the job. In contrast to some of the journals above, the Dasaad research journal (2015) 

argues that job satisfaction has nothing to do with employee performance and employee 

performance is influenced by external factors, including leadership. 

Based on all the problems above, it is interesting to conduct research on the influence of 

Akhlak organizational culture on employee performance at Semen Gresik Hospital with employee 

satisfaction as an intervening variable, where Akhlak organizational culture is a new organizational 

culture and at this time there is no research on this Akhlak culture. The formulation of the problem 

to be analyzed is: 

1. Is there any influence between Akhlak organizational culture and employee job satisfaction? 

2. Is there an influence between job satisfaction and employee performance? 

3. Is there any influence between Akhlak organizational culture and employee performance? 

4. Is there any influence between Akhlak organizational culture and employee performance 
through job satisfaction as a mediation? 

 

2. METHODS 
1. Data Analysis Techniques 

The data analysis method used is a quantitative analysis method, using the SPSS.25 program. 

2. Validity Test 

The validity test is used to measure the validity of a questionnaire that has been distributed by the 

researcher, by comparing the r count (correlated item-total correlation) with the r table value. If 

the value of r count > r table and the value is positive, then the statement is said to be valid, if r 

arithmetic < r table, then it is said to be invalid. 

3. Reliability Test 

This is done by looking at the Cronbach's Alpha value, if the Cronbach's Alpha value > 0.70 is 

said to be reliable, otherwise if the Cronbach's Alpha value < 0.70 is unreliable (Ghozali, 2016). 

Before the questionnaires were distributed to respondents, a trial was conducted with 30 

respondents. 

4. Test-Assumption-Classic 

a. Normality test 
To test whether in the regression model there is a confounding variable or not, it is said to be 

normal if the data distribution is normally distributed or can be seen by looking at the line plot that 

describes the data that follows the normal line. 

b. Multicollinearity Test 

The main purpose of multicollinearity testing is to test the data in this study whether the regression 

model used has a correlation between the independent variables, including by looking at the VIF 

(Variance Inflation Factor) value. 

c. Heteroscedasticity Test 

In heteroscedasticity testing to test whether the data in the regression model has inequality between 
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residual variances from one observation to another (Ghozali, 2016). 

d. Linearity Test 

The linearity test aims to determine whether the linear relationship between the independent 

variable and the dependent variable is correct or not (Ghozali, 2016). 

5. Path analysis 

To analyze the direct and indirect effects through the mediating variable (intervening). then to Test 

the Detection of Mediation Effects with the Sobel Test. 

6. Direct Effect Hypothesis Testing 
The t-test serves to determine whether the independent variable partially has a positive or negative influence 

on the dependent variable with the probability of obtaining a significant or non-significant opportunity. As 

a basis for making decisions by comparing the value of t count with t table: 

- If t count t table, Ho is accepted and H1 is rejected, it means that it is not significant 

- If t count t table, Ho is rejected and H1 is accepted, it means significant (with significance level: 0.05 

 

3. RESULTS AND DISCUSSION 
1. Respondent Identity 

The respondents of this study were all permanent employees of Semen Gresik Hospital who were 

willing to be the research sample and met the health requirements, amounting to 101 of 142 

people using a questionnaire. The description of the research respondents is as follows: 

a. Respondent's age 

Respondent Age Table 
Age range (years) Amount Percentage (%) 

38-40 12 11,9 % 

41-43 17 16,8 % 

44-46 26 25,8 % 

47-49 13 12,8 % 

50-52 19 18,9 % 

53-55 14 13,8 % 

Amount 101 100% 

Source: Processed primary data, 2021 

Based on the age table, the majority of respondents aged 44-46 years as much as 25.8%, 

this shows that the selected respondents are in late adulthood where the way of thinking or opinion 

already has adequate maturity. 

b. Respondent's Gender 

Table Gender 
Gender Amount Percentage (%) 

Man 38 37,6 % 

Female 63 62,4 % 

Amount 101 100% 

Source: Processed primary data, 2021 

Based on the gender table, the majority of respondents are women as much as 62.4%. This 

shows that the female sex dominates because it can be accepted in all work units, especially patient 

care. 

c. Respondent Education Level 

Table Education Level 

Education Level Amount Percentage (%) 

SMP 0 0% 
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SMA 12 11,9% 

D3 56 55,4% 

S1/S2 33 32,7% 

Amount 101 100% 

Source: Processed primary data, 2021 

Based on the education level of the most respondents is D3 55.4%, this shows that the 

hospital staff, both paramedics and medical support, are in accordance with their level of education 

and competence with hospital accreditation standards. 

d. Respondent's work unit 

Table Work unit 

Work unit Amount Percentage (%) 

Nursing 44 43,6% 

Medical Services 8 7,9% 

Medical support 13 12,9% 

Pharmacy 8 7,9% 

Logistic 7 6,9% 

Finance 16 15,9% 

General 5 4,9% 

Amount 101 100% 

Source: Processed primary data, 2021 

Based on the work unit table, the majority of respondents were nursing 43.6%. This shows 

that operational staff who work 24 hours in providing nursing care to patients are nursing. 

2. Data Analysis 

a. Instrument Test 

The research instrument test, namely the Validity test and Reliability test with the SPSS 25 
program, obtained valid and reliable instrument results with Cronbach's Alpha value > 0.70. 

b. Classic assumption test 

Classical assumption test with normality test, multicollinearity test, heteroscedasticity test and 

linearity test the results obtained according to the standard set. 

c. Path Analisys 

1) The direct influence of the Akhlak organizational culture variable (X) on job satisfaction (Z) 

is = 0.754, the direct influence of the job satisfaction variable (Z) on employee performance 

(Y) is 0.576 and the direct influence of the Akhlak organizational culture variable (X) on 

performance Employees (Y) of 0.357 

2) The indirect effect of the Akhlak organizational culture variable (X) on employee performance 

(Y) through job satisfaction (Z) is (0.754 x 0.576) = 0.434 

Based on the results of the path analysis above, the indirect effect is greater than the direct effect. 

Furthermore, the Detection Test for Mediation Effects was carried out with the Sobel Test. Sobel 

Test was found to have a significance value of <0.05, which means that the job satisfaction variable 

can mediate the relationship between Akhlak organizational culture variables and employee 

performance. 

 

3. CONCLUSIONS AND RECOMMENDATIONS 
1. Conclusions 

Based on the results of the study, it can be concluded that: 
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1) The results of testing the research hypothesis show that Akhlak organizational culture has a 

direct effect on job satisfaction. 

2) The results of testing the research hypothesis show that job satisfaction has a direct effect on 

employee performance. 

3) The results of testing the research hypothesis show that Akhlak organizational culture has a 

direct effect on employee performance 

4) The results of testing the research hypothesis show that Akhlak organizational culture has an 

indirect effect on employee performance through job satisfaction, where the indirect effect is 

greater than the direct effect. 

2. Recommendations 

Recommendations that can be given are as follows: 

1. Recommendations to the management of Semen Gresik Hospital, where Akhlak organizational 

culture has a real influence on employee performance both directly and indirectly through job 

satisfaction as a mediation. Based on the results of the analysis so that the implementation of 

Akhlak culture is even better, it is necessary to increase the moral component, namely Amanah 

(commitment to the company and adhering to morals and ethics) by conducting socializations 

or sharing knowledge in work units at Semen Gresik Hospital, so that moral culture is more 

embedded in organizational life in supporting the progress of the company and improving 

employee performance. In this study also found that employee performance will increase even 

more if employee job satisfaction also increases, by creating a good relationship between 

management and employees. 

2. This research only discusses the application of Akhlak organizational culture to employee 

performance with employee satisfaction as an intervening variable at Semen Gresik Hospital, 

for further research recommendations if using a Akhlak organizational culture can use this 

research as literacy, while for other organizational cultures it is not investigated 
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