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Abstract. This role is essential for organizations to maintain long-term success while
maintaining the ability to learn and adapt to change, thus making the organization
better prepared to achieve excellence and improve overall organizational
performance. This study examines the learning organization improvement model,
human resource satisfaction, and performance. This research is quantitative, a
research method based on the philosophy of positivism used to examine a specific
sample population (Sugiyono, 2012). The purpose of this study is hypothesis testing,
where hypothesis testing usually explains the nature of a particular relationship or
finds differences between groups (independence) of two or more factors in a
situation. In this study, data was collected using documentary data collection
techniques, namely the use of data derived from existing documents. Based on the
research that has been conducted, the following conclusions can be obtained:
Learning organizationhas a positive and significant effect on job satisfaction, so the
higher the learning organization, the higher the influence on job satisfaction of ASN
of the Semarang Regency Regional Secretariat. Learning organizationhas a positive
and significant effect on employee performance, so the higher the learning
organization can influence employee performance at the ASN of the Semarang
Regency Regional Secretariat.

Keywords: Essential; Influence; Organizations; Study.

1. Introduction

According to Sembiring and Tanjung (2021), employee performance is defined as an
employee's ability to perform a specific skill. Employee performance is crucial because it
determines their ability to carry out the tasks assigned to them. Meanwhile, according to Tri
Ratnasari and Hermawati (2022), employee performance is the work results achieved by an
individual or group of individuals within an organization, within their respective authorities
and responsibilities, in order to achieve the organization's goals legally, without violating the
law, and in accordance with morals and ethics. Employee performance can be seen from work
results in terms of quality, quantity, ability level, and timeliness.
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One of the efforts organizations often make to improve employee performance is by meeting
employee knowledge and skill needs to meet minimum job standards (Baig et al., 2021).
Generally, education and training are the methods organizations take to achieve this. This
contrasts with Baig's (2021) opinion, which states that improving knowledge and skills cannot
solely rely on education and training. It must also be achieved by creating a learning
organization environment that provides opportunities for every employee to continuously
learn and share knowledge with others.

employees. This gives employees the opportunity to improve and update their knowledge
and skills without having to leave their jobs. Employees can even gain knowledge and skills
from fellow employees while working. The organization's role here is to create a learning
organization that facilitates employee knowledge sharing and provides opportunities for
learning (Firmansyah et al., 2022). This role is essential for organizations to maintain long-
term success while maintaining the ability to learn and adapt to change, thus making the
organization better prepared to achieve excellence and improve overall organizational
performance (Acevedo & Diaz-Molina, 2022).

Job satisfaction is a feeling, assessment, or way a person behaves regarding the work they do
(Santoso & Dewi, 2019). Job satisfaction refers to an individual's overall attitude toward their
work (Supartha & Sintaasih, 2017). Setyadi (2021) states that job satisfaction is a reflection of
a person's feelings about the situations and conditions surrounding their work. Furthermore,
job satisfaction can be defined as a pleasant or unpleasant emotional state for employees
regarding their work (Qomariah, 2020). Based on these four definitions, it can be concluded
that job satisfaction is a feeling where employees feel their hopes or desires have been met.
Job satisfaction can also be defined as a condition in which people psychologically feel a sense
of alignment between expectations and reality. This means that the realization of
expectations is achieved in accordance with their desires.

This aligns with the research findings of Pentury (2023) and Jannah & Hastuti (2023), which
found that learning organizations have a positive and significant impact on organizational
performance. Better learning organization practices further improve employee performance.
However, research by Priyatno et al. (2020) found that learning organizations do not
significantly impact employee performance. The discrepancies in these research findings
indicate a research gap that requires further study.

2. Research Methods

This study examines the learning organization improvement model, human resource
satisfaction, and performance. This research is quantitative, a research method based on the
philosophy of positivism used to examine a specific sample population (Sugiyono, 2012). The
purpose of this study is hypothesis testing, where hypothesis testing usually explains the
nature of a particular relationship or finds differences between groups (independence) of two
or more factors in a situation. In this study, data was collected using documentary data
collection techniques, namely the use of data derived from existing documents. This was done
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by searching and recording the necessary information in secondary data in the form of agency
HR reports. This documentary method was carried out by collecting annual reports, HR
reports, and other necessary data. Supporting data in this study was a literature study method
from scientific journals and literature containing discussions related to this research. Data
was obtained from the web in the form of annual reports, HR reports, and other necessary
data.

3. Results and Discussion
3.1. Data Collection Description

The population in this study were ASN of the Semarang Regency Regional Secretariat who
came from eight sections namely the General Section, Legal Section, Organization Section,
Governance Section, Public Welfare Section, Goods/Services Procurement Section,
Development Administration Section and Economic and Natural Resources Section. The
guestionnaire distribution process was carried out through Google Forms which were
distributed online via WhatsApp which was carried out from January 12, 2026 - January 26,
2026, obtained 100 answers. The data was then verified and obtained data of 100 answers
were used because they met the respondent criteria, namely ASN who worked in the
Semarang Regency Regional Secretariat environment. Furthermore, 100 answers after
verification had met the requirements as respondents, so the data used came from the
answers of 100 respondents. The data were analyzed based on the results of the
guestionnaire distribution which were then processed using Smart PLS 4 Software. The
description of the respondents can be explained as follows.

1) Respondent Overview

Based on the research that has been conducted, the data obtained on the characteristics of
ASN of the Semarang Regency Regional Secretariat are presented as follows:

Table Respondent Characteristics

Characteristics Frequencysi (N=100) Percenttaste (%)
Gender

Man 56 56.0
Woman 44 44.0
Age

18-26 years old 7 7.0
26-35 years old 53 53.0
36-45 years old 28 28.0
>45 years 12 12.0
Education

High School/Equivalent 18 18.0
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D3 20 20.0
S1 59 59.0
S2 3 3.0

Source: Primary Data 2026

Based on the data in Table, it can be seen that the characteristics of the ASN of the Semarang
Regency Regional Secretariat who became respondents were predominantly male, with 56
people (56%). Meanwhile, ASN of the Semarang Regency Regional Secretariat were female,
with 44 people (44.0%). This indicates that the ASN of the Semarang Regency Regional
Secretariat are predominantly male.

ASN of the Semarang Regency Regional Secretariat aged between 18-26 years were 7 people
(7.0%), ASN aged between 26-35 years

as many as 53 people (53%), ASN aged between 36-45 years as many as 28 people (28.0%),
and 12 (12.0%) ASN over 45 years old. This shows that the majority of ASN at the Semarang
Regency Regional Secretariat are aged 26-35 years (53%). This indicates that the Semarang
Regency Regional Secretariat has a relatively young and productive workforce. ASN at this age
are generally at the peak of productivity, both physically and mentally. ASN tend to be more
adaptable to new technologies and have high work enthusiasm. Young ASN often have fresh
and innovative ideas that can help the organization continue to grow. The younger generation
tends to be more receptive to change and adapt to a dynamic work environment. The age of
26-35 is also a crucial period in career development. ASN at this age are usually pursuing
higher career levels and are motivated to continue learning and developing. ASN Secretariat
Area Regency Semarang with level 18 people (18.0%) had a high school/equivalent
education, 20 people (20%) had a D3 education, 59 people (59.0%) had a S1 education, and
18 people (18.0%) had a S2 education 3 people (3.0%). This indicates that the majority of ASN
in the Semarang Regency Regional Secretariat have a bachelor's degree (59%). This indicates
that the Regional Secretariat has qualified and competent ASN.

2) Descriptive Analysis of Variables

Descriptive analysis aims to determine respondents' responses to each question posed. In this
case, descriptive analysis explains the responses of ASN to the questions posed for each
variable, which includes learning organization, job satisfaction, and employee performance.
To determine respondents' responses to each variable, in this study, they were grouped into
one score category using a scale range with the following formula (Umar, 2012). The index
number can summarize the degree of respondents' perception of the indicators of the
variables in the study. The method for calculating the respondent's answer index can be done
using the following formula:

The lowest assessment score is 1. The highest assessment score is 5.

Interval = (Maximum Value — Minimum Value) / (Number of Classes) = (5-1)/3=1.3
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Thus the interval is explained as follows: 1.00 — 2.29 = Low

2.30 - 3.59 = Moderate

3.60 - 5.00 = High

Hypothesis testing in this context aims to validate or refute the researcher's initial
assumptions about the relationship between variables. This is a crucial step in quantitative
research to ensure that the results obtained are not mere coincidence but reflect a real
relationship in the population being studied.

1) Direct Effect Hypothesis Test (Path Coefficient)

To determine the structural relationship between latent variables, hypothesis testing must be
performed on the path coefficients between the variables by comparing the p-value with
alpha (0.05) or a t-statistic (>1.96). The p-value and t-statistic are obtained from the SmartPLS
output using the bootstrapping method.

Table Path Coefficient (Direct Effect)

Hypothe Original | Sample Standard T statistics | P
sis sample mean deviation (]O/STDEV|) | values | Note:
(O) (M) (STDEV)

H1 LearningOrganiz
ation -> | 0.337 0.333 0.086 3,906 0,000 Significan
Employee t Positive
Performance

H2 LearningOrganiz Significan
ation -> Job | 0.359 0.358 0.099 3,637 0,000 | tPositive
Satisfaction

H3 Job Satisfaction Significan
-> Employee | 0.275 0.277 0.092 2,975 0.003 t Positive
Performance

Based on the data presented in table above, it can be seen that the three hypotheses
proposed in this study are explained as follows:

a. The Influence of Learning Organization on Job Satisfaction

Results of testing learning organization on job satisfaction the statistical T value obtained was
3.637 > table t value = 1.96 with a value The p-value is 0.000. This explanation can be
interpreted as indicating a significant influence between learning organization and job
satisfaction. Based on these results, it can be concluded that the test is able to prove the
second hypothesis that learning organization has a positive and significant effect on job
satisfaction, which is acceptable, so that increasing learning organization can improve job
satisfaction among ASN of the Semarang Regency Regional Secretariat.

b. The Influence of Learning Organization on Employee Performance
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The results of the learning organization test on employee performance obtained a statistical
T value of 3.906 > t table value = 1.96 with a p value of 0.000. This explanation can be
interpreted that there is a significant influence between learning organization and employee
performance. With these results, it is concluded that the test is able to prove the fourth
hypothesis that learning organization has a positive and significant effect on employee
performance, which can be accepted, so that an increase in learning organization can improve
employee performance in ASN of the Semarang Regency Regional Secretariat.

c. The Influence of Job Satisfaction on Employee Performance

The results of the job satisfaction test on employee performance obtained a statistical T value
of 2.975 > t table value = 1.96 with a p value of 0.003. This explanation can be interpreted as
meaning there is a significant influence between job satisfaction and employee performance.
With these results, it can be concluded that the test is capable of proves the fifth hypothesis
that job satisfaction has a positive and significant effect on employee performance, which can
be accepted, so that increasing job satisfaction can improve employee performance at the
ASN of the Semarang Regency Regional Secretariat.

2) Indirect Effect

After conducting the measurement model test, a structural model test was conducted.
Hypothesis testing uses two criteria to determine whether the hypothesis is accepted or
rejected. The first criterion is the t-statistic or critical value, where the hypothesis is accepted
if the hypothesis has a critical value (T-Statistics) greater than the t-table (1.96), and the
second criterion is a p-value <0.05.

Table Indirect Effect

Variable Relationship Originalsampl | T-statistic P Conclusion

e (0) Value
Learning Organization- 0.099 2,132 0.033 Able to
> Job Satisfaction- Mediate
>Employee Performance

Based on the data presented in the table above, it can be explained as follows:

a. The results of the parameter coefficient test between learning organization and employee
performance mediated by job satisfaction show a coefficient value of 0.099 and a calculated
t-value of 2.132 with a p-value of 0.033. At a significance level (a) = 0.05, the calculated t-
value is greater than the t-table value (2.132>1.96) and the p-value is smaller than 0.05
(0.033<0.05). Because the p-value is smaller than 0.05, it can be concluded that learning
organization has an effect on employee performance performance which is mediated by job
satisfaction or in other words job satisfaction is a mediating variable between learning
organization and employee performance.

3) Comparison of the Results of Direct and Indirect Influences
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According to Haryono (2017), if the direct effect is greater than the indirect effect, it can be
concluded that the mediating variable in this study is neither a mediating nor an intervening
variable. The comparison of the results of the direct and indirect effects is as follows:

a. The regression coefficient of the direct influence of learning organization on employee
performance is 0.337. This shows that the direct influence of learning organization on
employee performance is greater than the indirect influence of learning organization on
employee performance, mediated by job satisfaction. Therefore, it can be concluded that job
satisfaction does not mediate the influence of learning organization on employee
performance.

3.2. Discussion
1) The Influence of Learning Organization on Job Satisfaction

The test results show a significant influence between learning organization and job
satisfaction. This means that a higher learning organization in an agency has a significant
influence on job satisfaction. Therefore, the higher the learning organization, the lower the
job satisfaction organization be the cause of the increase or decrease in job satisfaction in
ASN of the Semarang Regency Regional Secretariat.

Organizational learning plays a crucial role in job satisfaction because it can boost employee
motivation, which in turn leads to improved productivity and high job satisfaction.
Conversely, a lack of organizational learning can lead to employee burnout, which can lower
job satisfaction. Good, harmonious organizational learning will make employees happy to
work and enable them to achieve organizational goals (Tirza & Prayekti, 2022).

Employees who are strongly committed to their work tend to be more engaged in the
organization where they work. Employee job satisfaction can enhance their organizational
learning within the agency, as organizational learning builds positive values toward
employees' work and can impact job satisfaction. There are three main indicators of a learning
organization: emotional well-being, identification, and employee involvement in the
organization (Aulia and Setyaningrum, 2023).

The research findings are also supported by research by Aulia and Setyaningrum (2023), which
demonstrated a positive and significant influence between organizational learning and job
satisfaction. These findings also align with previous research that organizational learning is
one of the most influential factors on job satisfaction.

individuals feel that the organization is a part of the organization and that the organization is
very important for them, so that it can encourage the progress of an organization (Tirza &
Prayekti, 2022).

2) The Influence of Learning Organization on Employee Performance
The test results show a significant influence between organizational learning and employee
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performance. This means that a higher level of organizational learning in an agency
significantly impacts employee performance. Therefore, the level of organizational learning
contributes to the rise or fall of employee performance among civil servants at the Semarang
Regency Regional Secretariat. Organizational learning within employees is related to
emotional attachment and individual involvement in an organization. Individuals with strong
organizational learning will continue working in the organization because they truly want to
do so.

Employees who have organizational learning can help achieve organizational goals to improve
the quality and quantity of the company. Organizational learning can meet employees' basic
psychological needs and provide positive emotions. Employees who have high organizational
learning tend to be more psychologically prosperous than employees who have less learning.
Employee organizational learning is said to be high when employees feel a high level of
conformity with the values established by the company.

Organizational OCB is also important for employees within an organization because it offers
many benefits. Organizations with employees with high OCB can produce employees who are
affectively committed and high-achieving, which can benefit both the organization and the
employees themselves (Ardi, 2023).

3) The Influence of Job Satisfaction on Employee Performance

The test results show a significant influence between job satisfaction and employee
performance. This means that higher job satisfaction in an agency significantly impacts
employee performance. Therefore, high or low job satisfaction is a factor in the increase or
decrease in employee performance among civil servants at the Semarang Regency
Secretariat. Job satisfaction reflects the pleasant or unpleasant emotional state experienced
in relation to one's work. High job satisfaction can foster positive and pleasant attitudes in
employees, which in turn encourages better employee performance (Kristanto and Tajib,
2023).

Job satisfaction can influence the extent to which employees are willing to contribute more
to their work (Umam & Setiawan, 2019). Employees will feel more satisfied if their work is
appreciated, as reflected in the reward policies established by each company. Job satisfaction
plays a crucial role in employee performance and impacts the company, so employees must
be taken seriously and provided with a reward system to ensure their satisfaction and
improved performance can advance the company. This is because human resources are
valuable assets and difficult to retain, so organizations must pay attention to employee job
satisfaction (Badrianto and Astuti, 2023).

The results of this study support research by Sunarto and Ellesia (2022) which proves that job
satisfaction has a significant effect on employee performance. Alrazehi et al. (2021) proves
that job satisfaction is an important factor influencing organizational performance. Majid et
al. (2021) found that job satisfaction has a positive and significant effect on employee
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performance. Katebi (2022) proved a moderate, positive, and significant relationship
between job performance and job satisfaction. Mustofa (2021) found that employee job
satisfaction has a positive and significant effect on employee performance. Research findings
from Alsafadi and Altahat (2021) show the importance of job satisfaction in achieving human
resource performance goals. The results of research by Suhartono et al. (2023) show that
there is a positive direct effect of job satisfaction and job performance. Hasibuan et al. (2024)
found that job satisfaction has a positive and significant effect on employee performance.
Perkasa et al. (2023) found that job satisfaction has a positive impact on employee
performance.

4) The Influence of Learning Organization on Employee Performance Mediated by Job
Satisfaction

The results of the study show that learning organization has an effect on employee
performance which is mediated by job satisfaction or in other words, job satisfaction is a
mediating variable between learning organization with employee performance. Employees
who have altruistic tendencies tend to be more satisfied with their jobs, and this job
satisfaction can, in turn, improve employee performance.

The relationship between a learning organization and employee performance is not only
direct but also through job satisfaction. In other words, a learning organization can increase
job satisfaction, which in turn drives improved employee performance. Therefore, job
satisfaction acts as a mediator in this relationship. Affective commitment has a strong indirect
effect on employee performance through job satisfaction. Employees with strong
organizational learning are more satisfied with their jobs, which ultimately improves their
performance. Therefore, affective commitment is essential for maintaining employee
performance.

Safa'Atturrizky (2024) found that employees who expressed a desire to remain with the
company tended to feel satisfied with their jobs and demonstrated superior work
performance. This finding is supported by research by Sudrajat & Hartono (2022), which
showed that organizational learning variables significantly and positively influenced
performance through job satisfaction. Similar findings were also presented in research by
Wahyudi et al. (2022), where organizational learning variables significantly and positively
influenced performance through job satisfaction.

4. Conclusion

Based on the research that has been conducted, the following conclusions can be obtained:
Learning organizationhas a positive and significant effect on job satisfaction, so the higher
the learning organization, the higher the influence on job satisfaction of ASN of the Semarang
Regency Regional Secretariat. Learning organizationhas a positive and significant effect on
employee performance, so the higher the learning organization can influence employee
performance at the ASN of the Semarang Regency Regional Secretariat. Job satisfactionhas a
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positive and significant effect on employee performance, so the higher the job satisfaction,
the higher the influence on employee performance at the ASN of the Semarang Regency
Regional Secretariat.
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