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Abstract. Human resource performance refers to the effective achievement of work
results, both in quantity and quality, by individuals or groups within an organization,
in accordance with their responsibilities and authority, to accomplish organizational
goals. This study aims to analyze the mediating role of organizational commitment
between work culture and human resource performance. The total population
comprised 140 employees, from which a sample of 103 employees, or 73.57%, was
drawn. Primary data were collected directly from employees through questionnaires.
The data analysis method employed in this research was multiple linear regression,
utilizing SmartPLS 3.0 software. The results indicate that the influence of work culture
on human resource performance through the mediating role of organizational
commitment yields a path coefficient (O) of 0.238. The generated t-statistic is 4.135
(which is > 1.96), and the p-value is 0.000 (which is < 0.05). These findings
demonstrate a positive and moderate significant relationship.

Keywords: Human Resource Performance; Organizational Commitment; Work
Culture.

1. Introduction

In today's era of globalization, human resources play a crucial role at PT. Anindita Niaga
Galantri Banten (Honda Auto Serang). Rapidly evolving technology demands that human
resources be able to keep up and compete to achieve company goals. A company's success
is also influenced by individual and team performance.

The performance of human resources (HR) for Honda Auto Serang is very crucial and
important because it is based on a competitive automotive business and is oriented towards
customer service.(Pahira & Rinaldy, 2023)In "The Importance of Human Resource
Management (HRM) in Improving Organizational Performance," they emphasize that to
achieve maximum organizational performance, every organization must strive to achieve its
goals by utilizing its available resources.(Supriadi, 2020)emphasized that human resource
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development has a positive and significant influence on employee performance. He argued
that effective HR development is crucial for improving employee performance, which in turn
will improve overall organizational performance. HR performance for Honda Auto Serang is
crucial in providing the best customer service because it depends on customer satisfaction.
Well-trained, friendly, and responsive HR will create a positive customer experience.
Employees with in-depth product knowledge and good communication skills will increase
customer trust and brand loyalty. Increased sales and targets are closely related to the
performance of an effective sales team that can achieve sales targets. Motivated
employees, with strong negotiation skills, and a good understanding of the market will
increase sales volume. Quality after-sales service is crucial in the automotive dealership
business, such as service and spare parts. The application of new and modern technology.
Adaptive and fast-learning HR will help Honda Auto Serang remain relevant and competitive
in the use of digital systems in sales and service, requiring HR who master new technologies.

Honda Auto Serang is engaged in the automotive business of Honda brand cars which was
established on August 26, 2014, on an area of 9,987 m2. Honda Auto Serang has a
comfortable and modern showroom of 546 m2 that displays the latest Honda products for
consumers. For after-sales services, it has a service facility with an area of 1,323 m2
equipped with a total of 13 work bays (9 general repair bays, 2 periodic maintenance bays,
and 2 quick service bays), 2 washing bays, 1 final inspection bay, and 1 wheel alignment bay.
Honda Auto Serang also has a parts warehouse area of 121 m2 that ensures the availability
of Honda spare parts more complete and faster for consumers in its work area. Facilities
available to consumers are a waiting lounge, internet zone, private zone, smoking room,
cafe zone, newspaper and magazine and kids zone. Honda Auto Serang has met the
requirements in terms of location, facilities and other support to provide services to
customers both in the service sector and sales of new cars. The dealership is supported by
professional and trained personnel, demonstrating a focus on human resource quality to
provide the best service. Other important factors include neatness, punctuality, quality,
guantity, and job knowledge.

Organizational work culture can influence the development of human resources within an
organization. Organizational culture is the shared values, beliefs, assumptions, and
behaviors that define an organization's identity. Culture is crucial in shaping the success or
failure of an organization, and leaders must understand and be able to manage culture to
create a healthy and productive work environment.(Schein, 2017). Based on research
conducted by(Yani et al., 2024) The results showed that organizational culture significantly
influences employee performance at PT. Jaya Abadi Pustaka. This indicates that companies
with an organizational culture and the ability to implement its values will have an impact on
employee performance.

In research conducted by(Adilah et al., 2023)resulted in an analysis that whether or not
company culture is followed will not have a major impact on productivity.

Organizational commitment is an important foundation for effective human resource
development. Honda Auto Serang canBuilding a strong commitment can improve employee
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performance, create a positive work environment, and provide the best service to
customers. Organizational commitment according to experts.(Robbins & Timothy,
2008)states that organizational commitment is a condition where an employee sides with
the organization's goals and has a desire to maintain membership in the
organization.(Luthans, 2011) Organizational commitment is defined as a strong desire for
someone to maintain membership in an organization. From the definitions above, it can be
stated that organizational commitment is an attitude of liking the company and a
willingness to exert a high level of effort to achieve the company's goals.(Gede Riana et al.,
2020a).

Organizational commitment is stated to have a significant influence on organizational
performance. This can be seen from the research results.(Angraini et al., 2021)It was
concluded that the organizational commitment variable had a positive and significant effect
on employee performance at the Regional Personnel and Training Agency of Enrekang
Regency. Other research findings that showed a significant influence on organizational
performance were conducted by(Adriansyah, 2020)Organizational commitment has a
positive and significant effect on employee performance at Amir Hamzah University.

2. Research Methods

This research is a type of explanatory research. According to(Sugiono, 2013)Explanatory
research is research that explains the relationship between the variables studied and their
relationships. These variables include organizational work culture, organizational
commitment, and human resource performance.

Data sources for this study include primary and secondary data. According to(Sugiono,
2013)Primary data is a data source that directly provides data to data collectors. The data is
collected by researchers themselves from primary sources or the research objects
themselves. This primary data includes organizational commitment, work culture, and
human resource performance.

3. Results and Discussion

3.1. Respondent Characteristics

The characteristics of respondents have diverse backgrounds, therefore this study focuses
more on gender, age, length of service of employees while working in the company and
level of education of the samples taken.

Descriptive Statistical Analysis

This Descriptive Statistical Analysis can serve to generally describe respondents' answers, as
shown in Appendix 1, through a questionnaire distributed to Honda Auto Serang employees.
The research questionnaire was conducted to obtain a comprehensive overview of the
variables in the study, namely work culture, organizational commitment, and human
resource performance.
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To make it easier to receive general responses from respondents to the questionnaire that
has been given, the researcher uses the following formula:

I=R/K

| = (Maximum score - Minimum score) / Number of categories
=(5-1)/3

=1.3

From the results of the formula above, the interval obtained from the average criteria can
be described as follows:

Low: 1.00-2.30
Medium: 2.31 - 3.61
Height: 3.62 - 5.00

The following presents descriptive statistics about respondents' answers that have been
obtained in the field from respondents.

Work Culture
Table

Descriptive analysis of Work Culture variables

Variables Code | Indicator Average Stan'da.rd Criteria
Deviation

I am involved in the business process and
BK1 participate in achieving the company's | 4.107 0.520 Tall
predetermined goals.

! BK2 1 was involved in the decision making process | 4.155 0.435 Tall
Wor
Culture BK3 1 got the opportunity for training 4,049 0.581 Tall
BKA | always take care of all the company assets 4,097 0.407 Tall
used
BKS I uphold the values adopted by the 4,078 0.569 Tall

organization, both written and unwritten.

Source: 2025 Data Processing Results

The indicators measured in the work culture variable are how employees perceive the work
environment, engagement, and organizational values. The average score for all Work
Culture indicators (BK1 to BK5) averaged above 4,000 (ranging from 4,049 to 4,155). All
work culture indicators can be categorized as "High."

Employees were generally positive and agreed with statements about the company's work
culture. They were given the opportunity to receive training on their work (BK3) and were
encouraged to consistently uphold the company's values (BK5), ensuring that all assets were
properly utilized and maintained (BK4). This ultimately resulted in employees feeling
involved in business processes (BK1) and decision-making at work (BK2).

The standard deviation value indicates the level of consistency of the responses, where
lower values (such as 0.407 for BK4) indicate higher consistency, while higher values (such
as 0.581 for BK3) indicate slightly greater variation in the responses.
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In the "Criteria" column, all of which show a "High" value, indicating that in general,
respondents view all aspects of work culture measured as being at a good or desirable level.

Organizational Commitment
Table

Descriptive analysis of Organizational Commitment variables

Variables Code Indicator Average Star!da.rd Criteria
Deviation
Ko1 | want to be involved in various processes in the 4.136 0.484 Tall
company
KO2 I want to develop skills for the advancement of the 4,078 0.496 Tall
company
Organizational ... .
Commitment KO3 | carry out the obligations given by the company 4.155 0.412 Tall
KO4 1 will reman? in tl.me company :jns Icrng as | am given 4,097 0.616 Tall
the appropriate rights and obligations.
KOS5 | would feel at a loss if | left the company 4,078 0.552 Tall

Source: 2025 Data Processing Results

The organizational commitment variable measures the extent to which employees feel
committed to and loyal to the organization. All organizational commitment indicators (KO1
to KO5) have an average score above 4,000 (ranging from 4,078 to 4,155). Based on the
"Criteria" column, all organizational commitment indicators can be categorized as "High."

Employees have a high level of commitment to the organization, this can be seen from the
willingness of employees to develop skills or abilities (KO2). With the willingness of
employees to develop in the company, they will feel that they have a company and will
remain in the company (KO5) because the company also always provides employee rights
according to the achievements produced (KO4) so that employees are willing to be involved
in various processes in the company according to their respective sections (KO1) and have a
high awareness in carrying out their duties and responsibilities as employees in their
respective sections (KO3).

The standard deviation values indicate the level of consistency of responses. Indicator KO3
("I carry out the obligations given by the company") has the lowest standard deviation
(0.412), indicating that respondents' responses are highly consistent on this aspect.
Meanwhile, KO4 ("I will remain with the company as long as | am given appropriate rights
and obligations") has the highest standard deviation (0.616), indicating that there is more
variation in respondents' views on this issue than the other indicators.

Respondents viewed all aspects of organizational commitment measured as being at a good
level.
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Human Resources (HR) Performance

Table
Descriptive analysis of Human Resource Performance variables
Variables Code Indicator Average Stan'da.rd Criteria
Deviation
KJ1 The work | do is in accordance with work standards | 4,049 0.510 Tall
KJ2 | have the ability to achieve the set targets 3,981 0.462 Tall
HR K3 | alwa.\ys compllete _tasks and responsibilities 4,087 0.421 Tall
Performance according to the time given
Kia I lose if | don't come to work 3,942 0.479 Tall
KIS | am able to work together to complete work with 4,068 0.401 Tall
other coworkers.

Source: 2025 Data Processing Results

This variable measures how employees assess their personal performance at work. The
average results obtained for all human resource performance indicators (KJ1 to KJ5) show
very high average values (ranging from 3,942 to 4,087). Based on the "Criteria" column, all
HR Performance indicators are categorized as "High."

Employees assess that their personal performance still needs to be improved in terms of
consistent attendance (KJ4) because it will affect the ability to achieve the targets that have
been set (KJ2). Basically, employees will only pursue the standard targets that have been
previously set (KJ1), this can actually be maximized again because in terms of employee
ability, they are able to cooperate well with other employees (KJ5) so that tasks and
responsibilities can be completed according to the time that has been set (KJ3).

The standard deviation indicates the level of consistency of responses. Indicator KI5 ("l am
able to work collaboratively with other coworkers") has the lowest standard deviation
(0.401), indicating that respondents' responses are highly consistent and agree with this
aspect. Meanwhile, KJ1 ("The work | do meets work standards") has the highest standard
deviation (0.510), indicating greater variation in respondents' views on this issue compared
to the other indicators.

From this data, it can be concluded that respondents view all aspects of HR performance
measured as being at the desired level.

Classical Assumption Test Analysis

The results of the classical assumption test in this case Multicollinearity and
Heterocollinearity were obtained as follows:

The VIF value is used to measure how much the variance of a variable's regression
coefficient will increase due to multicollinearity. The higher the VIF value, the greater the
multicollinearity problem. Commonly used standards for VIF limits are:

e VIF < 5: Generally considered to indicate the absence of serious multicollinearity
problems. This is the most frequently used threshold in many social and behavioral science
disciplines.

e VIF < 10: Some researchers use a looser threshold, but a VIF above 5 is cause for concern.
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e VIF > 10: Universally considered to indicate severe multicollinearity problems.
a. Data obtained in each indicator group

e For Work Culture (BK):

- BK1: 2,647

- BK2:3,014

- BK3:1,762

- BK4: 3,041

- BK5:2,746

From the data for Work Culture, all VIF values for the Work Culture indicators are below 5,
this indicates that there are no multicollinearity problems among the existing items.

e For Organizational Commitment (OC):
- KO1:2,413
- KO2:1,815
- KO3:1,846
- KO4:4,541
- KO5: 4,006

From the data above, it is known that all VIF values for the Organizational Commitment
indicator are also below 5, this indicates that there is no problem regarding
multicollinearity.

e For HR Performance (HRD):
- KJ1: 2,749
- KJ2: 2,922
- KJ3:2,953
- KJ4:2.107
- KJ5:3.113

From the HR Performance data, all VIF values generated for the HR Performance indicators
are also below 5. This condition indicates that there is no problem of multicollinearity for all
related parts.

Based on the VIF analysis, it was found that there were no concerning multicollinearity
issues among the indicators in each construct (Work Culture, Organizational Commitment,
and HR Performance) in the model. All VIF values were below the general threshold of 5.
This condition indicates that the indicators were quite independent of each other in
explaining the variance of the construct.
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Hypothesis Test Analysis
Hypothesis Testing (Bootstrapping)
Figure Hypothesis Testing Results
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Source: 2025 Data Processing Results

Testing the significance of the above hypothesis was obtained from bootstrapping data
processing in SmartPLS. The test used a significance criterion of p-value <0.05 and a
significance value of 5%. The Part Coefficient was assessed if the t-statistic was >1.96. To
determine the magnitude of the relationship, the path coefficient can be seen with criteria
<0.30 indicating a weak value, 0.30-0.60 with a moderate value, and >0.60 including very
strong.

There are three direct hypotheses in this research model, namely:

1. HO: Work culture does not have a significant effect on HR performance.

H1: Work culture has a significant influence on HR performance

2. HO: Work culture does not have a significant effect on organizational commitment.
H2: Work culture has a significant influence on organizational commitment

3. HO: Organizational commitment does not have a significant effect on HR performance.
H3: Organizational commitment has a significant effect on HR performance.

Path Coefficients Results

Original Sample Mean SD:::;T“ T  Statistics (| P Values
Sample (0) | (M) (STDEV) O/STDEV |)
Work  Culture  -> HR 0.517 0.519 0.067 7,694 0.000
Performance
Work (.:ulture -> Organizational 0.480 0.496 0.117 4.103 0.000
Commitment
Organizational Commitment -> 0.496 0.495 0.073 6,830 0.000
HR Performance

Source: 2025 Data Processing Results
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Based on table the following data processing results were obtained:
1. First Hypothesis Testing Results

In the first test to test whether there is a significant influence between work culture on
human resource performance. From the test results show a strong influence (O = 0.517) and
t-statistic 7.694> 1.96 with a p-value of 0.000 <0.05 then HO is rejected and H1 is accepted.
Based on this data it can be concluded that work culture has a strong, positive and
significant influence on human resource performance, thus the first hypothesis is accepted
where if work culture increases then human resource performance also increases.

2. Results of the Second Hypothesis Test

The second hypothesis tests whether there is a significant influence between work culture
and organizational commitment. The results obtained indicate that there is a strong
influence (O = 0.480) and a t-statistic of 4.103> 1.96 with a p-value of 0.000 <0.05, so HO is
rejected and H2 is accepted. From this data, it can be concluded that work culture has a
strong, positive, and significant relationship with organizational commitment. This second
hypothesis can be accepted, so if work culture improves, it will also increase organizational
commitment.

3. Results of the Third Hypothesis Test

The third hypothesis tests whether there is a significant influence between organizational
commitment and human resource performance. The results obtained indicate that there is a
strong influence (O = 0.496) and t-statistic 6.830>1.96 with a p-value of 0.000<0.05, so HO is
rejected and H3 is accepted. From this data, it can be concluded that organizational
commitment has a strong, positive and significant relationship influence on human resource
performance, therefore this third hypothesis can be accepted, so if organizational
commitment increases, human resource performance will also increase.

Table
Summary of Hypothesis Test Results

Hypothesis Results Information
. 0=0.517, t-
If the work culture improves, then human .
H1 resource performance will also improve statistic=7.634, p- | accepted
P prove. value=0.000
. o 0=0.480, t-
H2 If wor!< culture |rr‘1proves, then organizational statistic=4.103, o- | accepted
commitment also increases.
value=0.000
If organizational commitment increases, then 0=0.496, v
H3 & ) ’ statistic=6.830, p- | accepted
human resource performance also increases.
value=0.000

Source: 2025 Data Processing Results
Indirect Effect Hypothesis Testing

The indirect effect hypothesis test was conducted using SmartPLS software, where
organizational commitment acts as a mediator between work culture and human resource
performance. The following data were obtained from the test results.
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Table

Results of Indirect Effect Hypothesis Test
Original Sample Mean sDt:‘:‘i:;:’dn T-Statistic s
Sample (0) | (M) (STDEV) (|O/STDEV])

Work Culture ->

Slsaateng 0.238 0.243 0.058 4.135 0.000

Commitment -> HR

Performance

Source: 2025 Data Processing Results

Based on the data results above, it is known that the influence of work culture on human
resource performance through the role of organizational commitment in its mediation
produces a path coefficient (O) = 0.238. The resulting t-statistic value is 4.135> 1.96 and p-
value 0.000 <0.05. From the results of this calculation, it is known that the role of
organizational commitment in mediating work culture and human resource performance
has a moderate influence relationship, thus the fourth hypothesis can be accepted, where
there is an influence of work culture on human resource performance through the role of
organizational commitment.

3.2. Discussion and Evaluation of Hypothesis

The Influence of Work Culture on Human Resource Performance

Based on the results of the tests conducted, it can be proven that corporate work culture is
an important factor and can improve human resource performance. Similar research has
also been conducted by(Zaky et al., tt)In his research, he concluded that a strong and
positive organizational culture influences employee performance in the manufacturing
industry in Indonesia.

The relationship between work culture and HR performance is not accidental. It's a powerful
finding, and therefore, company management must consistently identify, strengthen, and
maintain the elements of work culture that currently contribute to strong HR performance.

Investing in developing a work culture is a good thing for the future, aiming to shape and
develop a company's work culture, including providing training to internalize corporate
values, rewarding and recognizing employees, and creating a supportive work environment.
A company's work culture can also provide a sound foundation for improving human
resource performance, where the company's vision, mission, and values can be
communicated clearly and consistently to all employees. Thus, work culture is an important
part of creating good, skilled, and reliable human resource performance.

The Influence of Work Culture on Organizational Commitment

The results of the tests conducted showed that company work culture is an important factor
and can increase organizational commitment. Similar research was also conducted
by(Arachim, 2018)where it can be concluded that there is a very significant positive
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relationship between work culture and organizational commitment among MNC Play Media
Samarinda employees.

The relationship between work culture and employee organizational commitment is
significant. Therefore, companies should prioritize developing and maintaining a positive
work culture. High employee commitment correlates with productivity, better employee
retention, and a healthier overall work environment. Companies should also address areas
within the work culture that may be hindering organizational commitment. These could
include a lack of transparency, excessive workloads, a lack of promotion opportunities, or
leadership issues.

Company leaders can play an active role in communicating the values and importance of
work culture to all employees, thereby creating collective awareness and encouraging
participation from all parties in shaping the desired culture. This research provides evidence
that work culture is a significant driver of organizational commitment. Companies can view
work culture as a strategic investment that will positively impact the success and
sustainability of the organization.

The Influence of Organizational Commitment on Human Resource Performance

The results of the tests conducted showed that organizational commitment is an important
factor and can improve human resource performance. Similar research was also conducted
by(Angraini et al., 2021)regarding the influence of organizational commitment on employee
performance at the Regional Personnel and Training Agency of Enrekang Regency. It can be
concluded that the organizational commitment variable has a positive and significant
influence on employee performance at the Regional Personnel and Training Agency of
Enrekang Regency.

From the research results obtained, it is known that organizational commitment is an
important part in creating high and quality human resource performance, therefore any
effort that increases employee commitment will have a positive impact on the overall
performance of human resources in the company. Committed employees will be more loyal,
take initiative, and dedicated to achieving company goals, which will directly improve
performance. Companies need to proactively identify factors in the work environment that
contribute most to employee commitment, including supportive and inspirational
leadership, career development opportunities, recognition and appreciation for
contributions, a strong company culture and clear values, a healthy and fair work-life
balance.

Managers can also play an active role in understanding the importance of building and
maintaining employee commitment. They can provide leadership training that focuses on
skills for motivating, listening, and supporting employees. Managers, in this case, act as the
direct link between the company and employees, and their interactions significantly
influence levels of commitment.
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The Indirect Effect of Work Culture on Human Resource Performance Through
Organizational Commitment as a Mediator

The test results show that commitment significantly mediates the relationship between
work culture and human resource performance. In this case, work culture contributes to
higher human resource performance largely because it is able to increase employees'
organizational commitment. This is consistent with previous research conducted by(Sabda
Gumelar et al.,, 2022)His research found that organizational commitment mediates the
positive influence of organizational culture on employee performance. A positive
organizational culture increases employee commitment, which in turn improves employee
performance.

The results of this study confirm that work culture is not only directly important but also
indirectly influences human resource performance through organizational commitment.
This provides a more comprehensive picture of how work culture "works" within
organizations.

While work culture has been shown to be an effective starting point for human resource
performance (through Organizational Commitment), investing in building and maintaining a
positive work culture should be seen as a fundamental long-term strategy. Companies can
ensure that work culture initiatives are designed to support and enhance employee
commitment. This could mean involving employees in decision-making, providing a sense of
ownership, or creating a fair and transparent environment that will result in better human
resource performance.

4. Conclusion

This study aims to analyze organizational commitment to improving human resource
performance. Based on the research problem formulation, it can be concluded that: 1. Work
culture has a positive influence on human resource performance. Under these conditions,
there is a strong tendency that as work culture levels increase, human resource performance
also tends to improve, and vice versa. 2. Work culture has a positive influence on
organizational commitment, with this condition meaning that there is an influence between
work culture and organizational commitment, if there is an increase in one variable it will be
related to an increase in the other variable. 3. Organizational commitment has a positive
influence on human resource performance. This condition indicates that if there is an
increase in organizational commitment, there will be an increase in human resource
performance. 4. Organizational commitment plays a crucial role in mediating the
relationship between work culture and human resource performance. This study found that
improving work culture through organizational commitment will result in improved human
resource performance.
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