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The aim of this study was to determine and analyze the influence of organizational culture on
employee job satisfaction. To determine and analyze the influence of work discipline on employee
job satisfaction. To determine and analyze the influence of organizational culture on employee
performance. To know and analyze the influence of work discipline on employee performance.
knowing and analyzing the influence of job satisfaction on employee performance, to determine and
analyze the influence of organizational culture and work discipline on employee performance
through job satisfaction as an intervening variable, and to determine and analyze the influence of
work discipline on employee performance through job satisfaction as an intervening variable.

This research is a quantitative research using primary data obtained from questionnaires and

measured using a Likert scale. The population of this study were employees at CV. Yamaha Waja
Motor Denpasar as many as 56 people. then taken entirely so that the research is a population study.
(saturated sample). The data analysis technique used in this study is that in this study two analyzes
will be used namely descriptive analysis and statistical analysis. (Analysis Path)
The results showed that the organizational culture variables had a direct influence on the variable job
satisfaction. Work discipline variables have a direct influence on job satisfaction variables.
Organizational culture variables have a direct influence on employee performance variables. Work
discipline variables have a direct influence on employee performance variables. Job satisfaction
variables have a direct influence on employee performance variables. Variables of Job Decision can
mediate the influence of Organizational Culture on employee performance. Job satisfaction variables
can mediate the influence of work discipline on employee performance.

KEYWORDS: Organizational culture, work discipline, job satisfaction and performance

1. INTRODUCTION
Mangkuprawira and Hubeis (2007: 153), said that
performance is the result of a particular work process
planned at the time and place of the employee and
organization concerned. Meanwhile Hasibuan (2010: 94),
states that performance is a result of work achieved by
someone in carrying out tasks that are charged to him based
on skills, experience, sincerity and time. Another definition
comes from Murpy and Cleveland in Pasolong (2007: 175),
saying that performance is a quality of behavior that is task
and work oriented. This means that the performance of
employees in an organization is determined by the attitude
and behavior of employees towards their work and
employee orientation in carrying out their work.

The performance indicators used in this study
are guided by the Mangkunegara theory (2009: 75), which
consists of: quality and quantity of work. Work quality

includes timeliness, accuracy, ability, and employee skills.
The quantity of work includes meeting work standards and
routine work done quickly. So that the work is in accordance
with quality and quantity standards. According to Baroroh
(2012), the success of an employee at work will be known if
the company applies a performance appraisal system.
Therefore, employee performance must be measured to
maximize company goals. According to Robbins, (2006:
112) there are several variables that affect performance, one
of which is organizational culture. According to Robbins
(2002: 279) defines organizational culture as a system of
shared meanings adopted by members that distinguishes the
organization. these with other organizations. Robbins,
(2006: 279) states that organizational culture is a shared
meaning system formed by its citizens which at the same
time becomes a differentiator with other organizations.
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Organizational culture is the value or archetype that is
accepted by the organization to act and solve problems,
forming employees who are able to adapt to the environment
and unite members of the organization. (Robbins, 2006:
224). For this reason it must be taught to members including
new members, namely as a correct way to study, think and
feel the problems faced. Coercion of a culture can lead to
incompatibility between employees and the organization so
that it can affect the psychological condition of employees
who feel uncomfortable in working together. Employee
discomfort affects employee performance (Robbins, 2006:
213). Mas'ud (2007: 133) says that organizational culture is
shaped by indicators. The indicators of Organizational
Culture can be interpreted in four concepts, namely:
professionalism, distance management, trust in coworkers
and integrity. Organizational culture is an archetype that is
accepted by organizations to act and solve problems,
forming employees who are able to adapt to the environment
and unite members of the organization. For that, it must be
taught to members including new members as a right way to
study, think and feel the problems faced. Coercion of a
culture can lead to incompatibility between employees and
the organization so that it can affect the psychological
condition of employees who feel uncomfortable in working
together. Employee discomfort has an impact on employee
job dissatisfaction. Organizational culture as a cognitive
framework that includes attitudes, values, behavioral norms,
and expectations contributed by members of the
organization so as to provide a deep satisfaction in carrying
out the duties and obligations of members of an
organization. (Luthans, 2007: 245) In Fuad Mas'ud (2004:
133) organizational culture is formed by indicators. The
indicators of Organizational Culture can be interpreted in
four concepts, namely: professionalism, distance
management, trust in coworkers and integrity.

Every company always tries to improve its
performance to the maximum extent within the limits of the
company's capabilities. According to Riduwan, (2005: 35).
To achieve good performance in the organization or
company, there must be work discipline, work discipline is
the attitude, behavior and actions that are in accordance with
company regulations both written and unwritten. The
regulations in question include absences, slow entry and
quick return of employees.

Every employee must have work discipline within
his organization or company, such as complying with
written or unwritten regulations that have been determined
by the company because it can create a conducive and
harmonious work environment so that it will have a positive
impact on the performance of employees in a company
(Hasibuan, 2007: 156). Therefore discipline can be
interpreted as written or unwritten behavior (Hasibuan,
2009: 212). Good work discipline reflects a person's sense
of responsibility towards the tasks assigned to an employee.

This is to encourage work enthusiasm, work enthusiasm,
which ultimately results in the company's performance. To
maintain and improve good discipline is quite difficult,
because many factors influence it. Regulations are needed to
provide guidance and counseling for employees in creating
good order in the company and outside the company.
According Hasibuan, (2003: 54) to achieve good work
discipline there are several indicators of work discipline,
namely, goals and abilities, exemplary leadership,
remuneration, justice, referee while According Rivai, (2007:
444) work discipline is a tool managers use to communicate
with employees so that they are willing to change a behavior
and as an effort to increase a person's awareness and
willingness to obey all company rules and prevailing social
norms. Without discipline, all activities that will be carried
out will result in unsatisfactory results that are not in line
with expectations.

When viewed in real terms, disciplinary factors
play a very important role in carrying out the daily tasks of
employees. An employee who has a high level of discipline
will still work well even if he is not supervised by a
supervisor, will not steal work time to do other things that
have nothing to do with work, will obey the rules that are in
high awareness without any sense of coercion , and in the
end employees who have high work discipline will have
good performance when compared to employees who are
lazy because the work time is utilized as well as possible to
carry out the work in accordance with the set targets.

In addition to organizational culture and work
discipline, job satisfaction will also affect employee
performance. One important tool in human resource
management in organizations is the creation of employee
satisfaction. Job satisfaction is basically one of the
psychological aspects that reflects one's feelings towards
their work, workers will feel satisfied with the suitability
between their abilities, skills and expectations with the work
that workers face (Hasibuan, 2006: 132).

Job satisfaction is one of the factors that is very
important to get optimal results when a person feels
satisfaction in working, of course he will try as much as
possible with all the capabilities he has to produce his job
assignments. Satisfaction received and felt by an employee
will affect the results obtained from his work. (Luthans,
2001: 98). Satisfaction is actually a subjective condition
which is the result of conclusions based on a comparison of
what employees receive from their work compared to what
is expected, desired, and thought of as something that
deserves or deserves it. While each employee subjectively
determines how satisfying the work is. (Martoyo, 2002:
167). Job satisfaction is a pleasant emotional attitude and
loves his job. This attitude is reflected by work morale,
discipline and work performance. Job satisfaction is enjoyed
in work, outside work, and a combination of inside and
outside work. (Hasibuan, 2006: 122). Every company
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always strives to improve employee job satisfaction as much
as possible within the limits of the company's capabilities.

The results of research on employee performance
were carried out by Anoki (2015) about research on the
influence of work discipline and compensation for the
performance of employees of PT. Slamet Langgeng
Purbalingga with job satisfaction as an intervening variable,
the results of his research that work discipline and
compensation have a positive and significant effect on
performance and  compensation indirectly  affect
performance through job satisfaction. Solistyawati (2015) in
her research on the influence of transformational leadership
style and organizational culture on employee performance
through job satisfaction as an intervening variable (case
study on CV. Semangat Morning Indonesia). The results of
this study are that transformational leadership style and
organizational culture have insignificant influence on
performance. employees through job satisfaction. Ratnani
Research Results (2013) Organizational culture and
competence have a positive and significant effect on
employee performance and job satisfaction variables as
moderating variables. Sariningsih's (2015) research on the
influence of work discipline and career development on the
performance of employees of PT. Mata Dewa Garment
Kuta-Bali with work motivation as an intervening variable,
the results of his research that work discipline and career
development have no significant effect on performance
through work motivation.

Based on emperic phenomena that occur, the
authors are interested in conducting research with the title:
"The influence of organizational culture and work discipline
on employee performance with job satisfaction as an
intervening variable on CV. Yamaha Waja Motor
Denpasar."

2. LITERATURE

Performance is the work quality and quantity achieved by an
employee in carrying out their duties in accordance with the
responsibilities given to him (Mangkunegara, 2008: 67).
According to Mathis (2006: 113) employee performance is
the main factor that determines the success of a company,
and factors that affect the performance of individual
employees include the ability, organizational support and
effort devoted. According Siagian (2002: 124) that
performance is influenced by several factors, namely
compensation, work environment, organizational culture,
leadership and motivation, work discipline, job satisfaction,
communication and other factors.

According to Gorda, (2004: 106), discipline is the
attitude and behavior of an employee that is manifested in
the form of an employee's willingness with full awareness
and sincerity or compulsion to obey and carry out the duties
and responsibilities as an effort to contribute as much as
possible to the achievement of company goals.

Organizational culture can be used as a common way of
view of each member of the organization towards a system
where the system can be used to find solutions or solutions
to problems so that it will become a unity to achieve a goal.
Organizational culture can also be used as the identity of an
organization so that the organization has differences with
other organizations both in terms of achieving goals or
problem solving. Robbins (2003) states that culture is a
shared system adopted by organizational members that
distinguishes the organization from other organizations.

Job satisfaction is a general attitude towards one's
work, the difference between the amount of reward a worker
receives and the amount they believe they should receive
(Robbins, 2002: 24). Job satisfaction is an emotional state of
employees where there is no meeting point between the
value of employee compensation from the employee
concerned. (Martoyo, 2002: 115-116).

3. METHOD

This research was conducted at CV. Yamaha Waja Motor
Denpasar, each of which is located in Jakarta, Gunung
Agung, Jalan Nangka, Monang Maning and Waja Motor
Hayam Wuruk Denpasar. The population in this study is all
permanent employees on the CV. Yamaha Waja Motor
Denpasar, amounting to 56 people. Based on the data
obtained on the CV. Yamaha Waja Motor Denpasar. the
number of employees is 56 people which is less than 100, so
it is taken entirely so that the research is population
research. (saturated sample). To test the effect of intervening
variables, path analysis method is used. Path analysis is an
extension of multiple linear regression analysis, the purpose
of path analysis is to explain the direct and indirect effects
of several variables as causal variables, on some other
variables as a consequence variable and path analysis cannot
be used to confirm or reject the hypothesis (Rachaety, 2007:
142).

4. RESULT AND DISCUSSION

Path Analysis

1). Effect of organizational culture and work
discipline on job satisfaction

To find out the influence of

organizational culture and work discipline on job
satisfaction used SPSS / Windows Version 17.00
analysis tools and the results of the analysis can
be seen in Annex 4. The magnitude of the
influence of organizational culture and work
discipline on job satisfaction can be seen from
Table 1
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Table 1. Influence of organizational culture and work discipline towards job satisfaction

Coefficients®

Unstandardized Coefficients Standardized Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .590 .250 2.362 .021
X1 .235 077 .260 3.059 .003
X2 643 .079 .687 8.088 .000

a. Dependent Variable: Y1

Based on Table 4.13 the influence of organizational culture

and work discipline on job satisfaction can be seen from the

standardized beta (B) value. Based on Table 1 can be known:

a) The amount of standardized beta (B) for

organizational culture variable is 0.260 so that it can

be seen that the value of path 1 (path 1) is equal to

0.260 and significant at 0.003 is less than 0.05 (5%),

which means that organizational culture has a

positive and significant effect on satisfaction. work

on CV. Yamaha Waja Motor Denpasar and H1 are
accepted.

b) The amount of standardized beta () for the variable
Work Discipline is 0.687 so that it can be seen that
the value of line 2 (path 2) is that 0.687 and
significant at 0.000 is less than 0.05 (5%) which
means that work discipline has a positive and
significant effect on satisfaction. work on CV.
Yamaha Waja Motor Denpasar and H2 are accepted.

The amount of el can be known from the
results of the test analysis of the influence of
organizational culture and work discipline on job
satisfaction. The F test results are as follows:

Table 4.2. Test results F influence organizational culture and work discipline towards job satisfaction

Model Summary”®

Model R R Square| Adjusted R Square

Std. Error of the Estimate Durbin-Watson

1 .899° .808 .802

.16832 1,916

a. Predictors: (Constant), X2, X1
b. Dependent Variable: Y1

Based on the results of the F test in Table 4.14 it is known
that the magnitude of R Square is 0.808 so that the
magnitude of el is V1-0.808 = 0.438. Results of influence

analysis Organizational culture and work discipline on job
satisfaction can be described as in Figure 1 below.

Figure 1. influence of organizational culture and work discipline to job satisfaction

Organization
Culture

el

0,260 (p1)

Job
Satisfaction

0,687 (p2)

Work Discipline
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Based on the calculations in Table 2 and Figure 1, the
following formula can be arranged:

a)

b)

Y1=0,438 + 0,260X1 + 0,687X2
The above equation implies that:
The amount of el is 0.438. This means that if the
values of X1 and X2 are zero, then the value of Y1.
The magnitude of the X1 coefficient of 0.260 means
that increasing the value of X1 will affect the value of
Y1.

c)

The magnitude of the X2 coefficient of 0.687 means
that an increase in the value of X2 will affect the
value of Y1.

2). Influence of organizational culture, work discipline and
job satisfaction on employee performance.

The amount of influence of organizational culture,

work discipline and job satisfaction on performance on
employee performance can be seen from Table 3.

Table 3. Influence of organizational culture, work discipline and Job Satisfaction to Employee Performance

Coefficients®

Unstandardized Coefficients Standardized Coefficients
Model B Std. Error Beta T Sig.
1 (Constant)] 2.982 314 9.318 .000
X1 109 .100 182 1.094 .000
X2 .075 138 122 547 .004
Y1 .557 154 .843 3.609 .027

a. Dependent Variable: Y2

Based on Table 3 can be known:

a)

b)

The amount of standardized beta (B) for
organizational culture variable is 0.182 so that it can
be seen that the value of line 3 (path 3) is 0.182 and
significant at 0.000 is less than 0.05 (5%) which
means that organizational culture has a direct
influence on performance employee at CV. Yamaha
Waja Motor Denpasar and H3 are accepted.

The amount of standardized beta () for the variable
Work Discipline is 0.122 so that it can be seen that
the value of path 4 (path 4) is equal to 0.122 and
significant at 0.004 is smaller than 0.05 (5%) which
means that work discipline has a positive and
significant effect directly on employee performance
CV. Yamaha Waja Motor Denpasar and H4 are
accepted.

The amount of standardized beta (B) value for the
variable Job satisfaction is 0.843 so that it can be seen
that the value of path 5 (path 5) is equal to 0.843 and
is significant at 0.027 smaller than 0.05 (5%) which
means that job satisfaction has a positive and

d)

e)

significant effect on performance employee at CV.
Yamaha Waja Motor Denpasar and H5 are accepted.
H6 is accepted because X1 affects Y1 and Y1 affects
Y2. So it can be concluded that there is an influence
between organizational culture on employee
performance through job satisfaction CV. Yamaha
Waja Motor Denpasar.

H7 is accepted because X2 affects Y1 and Y1 affect
Y2. So it can be concluded that there is an influence
between work discipline on employee performance
through job satisfaction CV. Yamaha Waja Motor
Denpasar.

The amount of e2 can be known from the results of
the test analysis of the influence of organizational
culture, work discipline and job satisfaction on
employee performance. The F test results can be seen
in Table 4..

Table 4. Test results F influence organizational culture, work discipline and Job Satisfaction Against Employee Performance

Model Summaryb

Model R

R Square |Adjusted R Square

Std. Error of the Estimate

Durbin-Watson

1 610 372 341

.20283

2.191

a. Predictors: (Constant), X2, X1
b. Dependent Variable: Y1
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analysis of the influence of organizational culture and work
discipline, and job satisfaction on performance can be
described as in Figure 2 below.

Based on the results of the F test in Table 4.16 it is known
that the magnitude of R Square is 0.372 so that the
magnitude of 2 is V1 - 0.372 = 0.792. The results of the

Figure 2. Influence of organizational culture, work discipline and Job satisfaction with Employee Performance

Organization
Culture

0,182 (p3)

0,843 (p5)

Job
Satisfaction

Work Discilpine 0,122(p4)

Based on table 4.13 and figure 4.5, it can be formulated:
Y2=0,792 + 0,182X1 + 0,122X2 + 0,843Y1.
The above equation implies that:

1. The amount of e2 is 0.792. this means that if the
values of X1, X2 and Y1 are zero, then the value of
Y2 is 0.792. For more details, see figure 3.

2. The magnitude of the X1 coefficient of 0.182 means
that an increase in the value of X1 will affect the Y2
value of 0.182.

3. The magnitude of the X2 coefficient of 0.122 means
that an increase in the value of X2 will affect the Y2
value of 0.122.

Employee
Performance

4. The magnitude of the Y1 coefficient of 0.843 means
that an increase in the value of Y1 will affect the Y2
value of 0.843.

From the results of the analysis of the
influence of organizational culture and work discipline
on employee performance and the results of the
analysis of the influence of organizational culture,
work discipline and job satisfaction on employee
performance can be described as follows:

Figure 3. path analysis

Organization
Culture

0,260 (p1)

0,438
Job 0,843(pS) Employee
el V\siisfactiy_ Performanc
0,687 (p2)

Work
Discilpine

0,182 (p3)

0,792

0,122 (p4)
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P1 ---> influence of organizational culture on job
satisfaction: 0.260

P2 ---> effect of work discipline on job satisfaction:
0.687

P3 ---> influence of organizational culture on
performance: 0.182

P4 ---> effect of work discipline on performance:
0.122

P5 ---> the effect of job satisfaction on performance:
0.843

P6 ----> influence of organizational culture on
performance through job satisfaction: 0.260 x 0.843 =
0.219

P7 ---> the effect of work discipline on performance
through job satisfaction: 0.687 x 0.843 = 0.579.

Based on the results of path analysis (path
analysis) can be seen the magnitude of the indirect
effect of organizational culture and work discipline on
employee performance through job satisfaction as an
intervening variable are as follows:

a. Influence of organizational culture on employee
performance through job satisfaction.
The influence of organizational culture on direct
job satisfaction is 0.260. The effect of job
satisfaction on employee performance directly is
0.843, so:

1) The influence of organizational culture
indirectly on performance through job
satisfaction is: 0.260 x 0.843 = 0.219 or
21.9%. Given the direct influence of
organizational culture on employee
performance is 0.183 less than the indirect
effect of 21.9 means job satisfaction plays a
role in mediating the influence of
organizational culture on job satisfaction.

2) The total influence of organizational culture
(both directly and indirectly) on employee
performance is: 0.183 + 0.219 = 0.402 or
40.2%.

b. Effect of work discipline on employee performance
through job satisfaction

1)  The influence of work discipline on job
satisfaction directly is 0.687. The effect of
job satisfaction on employee performance
directly is 0.843. So that the influence of
work discipline indirectly on employee
performance through job satisfaction is:
0.687 x 0.843 = 0.579 or 57.9%. Given the
direct influence of work discipline on
employee performance is 0.122 smaller
than the indirect effect of 0.579 it can be
said that job satisfaction plays a role in

mediating the influence of work discipline
on employee performance.
2) Total influence of work discipline (both

directly and indirectly) on employee
performance is: 0.687 + 0.579 = 1.266 or
126.6%.

Discussion

1. The Influence of Organizational Culture on Job

Satisfaction

The results of the hypothesis of this study that the
influence of organizational culture on job satisfaction
has a positive and significant effect, which means that if
the organizational culture variable is increased, the
variable job satisfaction will also increase. The results
of this study are in line with Steven's research, (2016),
Chaterina, (2012) Romi, (2014), Anjani, (2008), and
Hardy (2015).

2. Effect of Work Discipline on Job Satisfaction

3.

The results of the hypothesis of this study that work
discipline has a positive and significant influence on job
satisfaction on the CV. Yamaha Waja Motor Denpasar
means that if the variable Work Discipline is increased,
the variable job satisfaction will also increase. The
results of this study are in line with the research of
Alamsyah, et al (2013), lzaz, et al (2017), Hermansyah,
et al (2015) Karsini, et al (2016), Hardy (2015).

Influence of Organizational Culture on Employee

Performance

The results of the hypothesis of this study that
organizational culture has a positive and significant
influence on employee performance on the CV. Yamaha
Waja Motor Denpasar means that if the Organizational
Culture variable is improved, the Employee Performance
variable will also increase. This research is in line with
Anwar's research, (2016), Fajar, et al (2016), Triyoga,
(2008), Nurudinsyah (2015), Riski (2016).

4. Effect of work discipline on employee performance

The results of the hypothesis of this study that work
discipline has a positive and significant influence on
employee performance on the CV. Yamaha Waja Motor
Denpasar means that if the variable Work Discipline is
increased, the variable Employee Performance will also
increase. This research is in line with Ainnur, (2014),
Tri, (2013), Tresna, (2015), Fudin (2013).

5. Effect of Job Satisfaction on Employee Performance

The results of the hypothesis of this study that Job
Satisfaction has a positive and significant influence on
employee performance on the CV. Yamaha Waja Motor
Denpasar means that if the Job Satisfaction variable is
increased, the Employee Performance variable will also
increase. This research is in line with the research of
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Febri (2014), Pratiwi (2010), Rahmatullah (2012),
Kartika (2002), Jariyati (2007).

6. The Influence of Organizational Culture on Employee
Performance with Job Satisfaction as an Intervening
Variable

The results of testing this hypothesis state that job
satisfaction is able to mediate the influence of
Organizational Culture on employee performance. So it
can be concluded that there is an influence between
organizational culture on employee performance through
job satisfaction CV. Yamaha Waja Motor Denpasar. This
research is in line with the research of Mariam and Rani
(2009), Eisha (2010), Evi (2005), Ilham (2006), Alvina
(2013).

7. Effect of Work Discipline on Employee Performance
with Job Satisfaction as Intervening Variables

The results of testing this hypothesis state that job
satisfaction is able to mediate the influence of Work
Discipline on employee performance. So it can be
concluded that there is an influence between work
discipline on employee performance through job
satisfaction CV. Yamaha Waja Motor Denpasar. This
research is in line with the research of Adnyani (2011),
Kiswuryanto, (2014), Kris (2006), Aditya (2016),
Fareshti (2017).

5. CONCLUSION

The conclusions that can be taken in this study are:

1) The amount of standardized beta (B) for the
variable of organizational culture is 0.260 so that it
can be seen that the value of path 1 (path 1) is equal
to 0.260 and significant at 0.003 is less than 0.05
(5%) which means that organizational culture has a
positive and significant effect on job satisfaction at
CV. Yamaha Waja Motor Denpasar

2) The amount of standardized beta (B) for the
variable Work Discipline is 0.687 so that it can be
seen the value of line 2 (path 2) is that 0.687 and
significant at 0.000 is less than 0.05 (5%) which
means that work discipline has a positive and
significant effect on job satisfaction at CV. Yamaha
Waja Motor Denpasar.

3) The amount of standardized beta (B) for the
variable organizational culture is 0.182 so that it
can be seen that the value of line 3 (path 3) is 0.182
and significant at 0.000 is less than 0.05 (5%)
which means that organizational culture has a
direct influence on employee performance on CV.
Yamaha Waja Motor Denpasar.

4) The amount of standardized beta (B) for the
variable Work Discipline is 0.122 so that the value
of path 4 (path 4) is equal to 0.122 and is
significant at 0.004 less than 0.05 (5%), which
means that work discipline has a positive and

5)

6)

7)

significant effect. directly to the performance of
employees of CV. Yamaha Waja Motor Denpasar.

The amount of standardized beta (B) for the
variable Job satisfaction is 0.843 so that it can be
seen that the value of path 5 (path 5) is equal to
0.843 and is significant at 0.027 smaller than 0.05
(5%) which means that job satisfaction has a
positive and significant effect on employee
performance on CV. Yamaha Waja Motor
Denpasar.

Organizational Culture Variables (X1) affect the
variable Job Satisfaction (Y1) and the variable job
satisfaction (Y1) has an effect on employee
performance variables (Y2). So it can be concluded
that there is an influence between organizational
culture on employee performance through job
satisfaction at CV. Yamaha Waja Motor Denpasar.

Variable work discipline (X2) affects the variable
job satisfaction (Y1) and the variable job
satisfaction (Y1) has an effect on employee
performance variables (Y2). So it can be concluded
that there is an influence between work discipline
on employee performance through employee job
satisfaction at CV. Yamaha Waja Motor Denpasar.

REFERENCE

1.

Aftoni, Sutanto. 2002. dalam Benefit, “Peranan
Budaya Organisasional Untuk Meningkatkan
Kepuasan Kerja dan Kinerja Karyawan”. Jurnal
Ekonomi dan Bisnis FE Universitas Ahmad
Dahlan, Vol. 6., No. 2, Desember, Yogyakarta.
Adnyani ,2011. Pengaruh Kompensasi Dan
Disiplin Kerja Terhadap Kinerja Karyawan Dengan
Kepuasan Kerja Sebagai Variabel Intervening.
Tesis

Agung Nugroho, 2005. Strategi Jitu memilih
Metode statistic Penelitian dengan SPSS, Andi
Jogyakarta

Ainnur, 2014 Pengaruh Motivasi Kerja Dan
Disiplin Kerja Terhadap Kinerja Pegawai Negeri
Sipil  Melalui Sikap Kerja Di Lingkungan
Sekretariat Dprd Kabupaten Kudus. Jurnal
Alamsyah, dkk 2013 Pengaruh Disiplin Kerja,
Motivasi, Kepemimpinan Terhadap Kepuasan
Kerja Karyawan Studi Pada PT. Bumi Barito
Utama Cabang Banjarmasin. Tesis

Alex S. Nitisemito, ( 1992 ), Manajemen
Personalia, Edisi Revisi, Ghalia, Jakarta.

Alex. S. Nitisemito, 2009, Manajemen Personalia.
Edisi Revisi, Penerbit Ghalia Indonesia.

Alex. S. Nitisemito, 2007. Manajemen Personalia.
Jakarta: Ghalia Indonesia.

1962 |

Kadek Rexy Dewata Putra’, RAJAR Volume 04 Issue 08 August 2018



“The Effect of Organizational Culture and Work Discipline on Employees 'Performance with Working Satisfaction as
Intervening Variables on CV. Yamaha Waja Motor Denpasar”

9. Anjani, 2008 Jurnal Pengaruh Budaya Organisasi 24. Kasali, Rhenald. 2006. Manajemen Public
Terhadap Kepuasan Kerja Karyawan Telkom Relations. Jakarta: Gramedia Pustaka Utama.
Foundatiom (TF) 25. Kiswuryanto, 2014. Analisis Pengaruh Disiplin

10. Anwar, (2016) Analisis Pengaruh Budaya Kerja Dan Lingkungan Kerja Terhadap Kinerja
Organisasi Dan Kepuasan Kerja Terhadap Kinerja Karyawan Dengan Kepuasan Kerja Sebagai
Karyawan Non Dosen Pada Universitas Mercu Variabel Intervening (Studi pada Karyawan Bagian
Buana Jakarta. Jurnal HRD di PT Indocement Tunggal Prakarsa Thk.

11. Anwar Prabu Mangkunegara. 2005. Sumber Daya Bogor). Jurnal
Manusia  perusahaan. Remaja  Rosdakarya: 26. Leman, Martin. 2000. PerkembanganMental dari
Bandung bayi hingga dewasa. (Online). Tersedia:

12. Anwar Prabu Mangkunegara, 2000. Manajemen http//Eman.or.id/anakku/daribayi.html (8 februari
Sumber Daya Manusia Perusahaan. Bandung : PT 2011)

Remaja Rosdakarya. 27. lzaz, dkk 2017. Pengaruh Disiplin Kerja Dan

13. Arikunto, Suharsimi. 2006. Prosedur Penelitian Komunikasi Organisasi Terhadap Kepuasan Kerja
Suatu Pendekatan Praktek. Jakarta : Rineka Cipta Dan Kinerja Karyawan (Studi pada Karyawan

14. Chaterina, 2012 Analisis Pengaruh Budaya Divisi Marketing PT. Victory International Futures
Organisasi Dan Komitmen Kerja Terhadap Kota Malang) Jurnal
Kepuasan Kerja Dalam Meningkatkan Kinerja 28. Malayu, S.P. Hasibuan. 2001. Manajemen Sumber
Karyawan (Studi pada PT. Sido Muncul Kaligawe Daya Manusia:Pengertian Dasar, Pengertian, dan
Semarang) Tesis Masalah. Jakarta: PT. Toko Gunung Agung,

15. Davis, Keith dan Newstrom, John W. (2004). 29. Malayu, S.P. Hasibuan 2007. Manajemen Sumber
Perilaku dalam Organisasi, Edisi 7 Bahasa Daya Manusia, cetakan kesembilan, Jakarta : PT
Indonesia, Jilid 1. Jakarta:Penerbit Erlangga. Bumi Aksara.

16. Demet Leblebici. 2012. Impact Of Workplace 30. Malayu Hasibuan, SP. 2000. Manajemen Sumber
Quality On Employee’s Productivity: Case Study Daya Manusia, Jakarta:PT. Bumi Aksara
Of a Bank in Turkey PhD Candidate, Okan 31. Martoyo, Susilo. Manajemen Sumber Daya
University, Turkey. Journal of Business, Manusia. Yogyakarta: BPFE, 2007.

Economics & Finance 32. McShane, Steven, M. Von Glinow, 2008.

17. Djarwanto, dan Subagyo, Pangestu, ((2000), Organizational Behavior. Edition No. 5. Chicago,
Statistik Induktif, Edisi 4, BPFE, Yogyakarta. IL: McGraw Hill.

18. Fajar, dkk 2016. Pengaruh Budaya Organisasi, 33. Nurudinsyah (2015) Pengaruh Kompetensi dan
Motivasi Dan Kepuasan Kerja Terhadap Kinerja Budaya organisasi terhadap Kkinerja Kkaryawan
Pegawai Studi Di Puskesmas Kecamatan Payung dengan kepuasan kerja sebagai intervening (studi
Kabupaten Bangka Selatan Provinsi Bangka kasus pada PT. Dardali semesta Banjaran Bandung.
Belitung. Jurnal Tesis

19. Handoko, T. Hani. 1997. Manajemen dan Sumber 34. Ojo, Olu. 2010. “Organisational Culture And
Daya Manusia. Yogyakarta:Penerbit Liberty. Corporate Performance: Empirical

20. Handoko T. Hani, 2000, Manajemen Personalia 35. Evidence From Nigeria”. Journal of Business
dan Sumberdaya Manusia, Edisi Il, Cetakan Systems, Governance and Ethics.

Keempat Belas, Penerbit BPFE, Yogyakarta. 36. Pabundu, Tika, 2006, Budaya Organisasi dan

21. Hardy, 2015. Pengaruh Komunikasi interpersonal Peningkatan Kinerja Perusahaan, Jakarta: Cetakan
dan disiplin kerja terhadap kepuasan kerja Pertama, PT Bumi Aksara.
karyawan dengan motivasi kerja sebagai variabel 37. Riani, Asri Laksmi. 2011. Budaya Organisasi.
moderasi (studi kasus pada CV. Pilar Emas Yogjakarta: Graha lImu.
sejahtera Lampung). Tesis 38. Robbins, Stephen P, 1996.Perilaku Organisasi,

22. Hermansyah, dkk 2015. Pengaruh Motivasi Dan Konsep, Kontroversi danAplikasi.

Disiplin Kerja Terhadap Kepuasan Dan Kinerja 39. Robbins. P.S.,2002, Prinsip-prinsip  Perlaku
Karyawan PT. Peputra Supra Jaya Pekanbaru. Organisasi. Edisi kelima , Penerbit Erlangga,
Jurnal Jakarta.

23. Karsini, dkk 2016. Pengaruh Semangat Kerja Dan 40. Robbins, Stephen P, 2003. Perilaku Organisasi,
Disiplin Kerja Terhadap Kepuasan Kerja Yang Jilid 2, PT. Indeks Kelompok Gramedia, Jakarta.
Berdampak Pada Kinerja Pegawai Dinas 41. Robbins, Stephen P. 2008. Organizational
Pengelolaan Keunagan Dan Aset Daerah (DPKAD) Behaviour, Tenth Edition ( Perilaku Organisasi
Kota Semarang. Tesis

1963 | Kadek Rexy Dewata Putra’, RAJAR Volume 04 Issue 08 August 2018



“The Effect of Organizational Culture and Work Discipline on Employees 'Performance with Working Satisfaction as
Intervening Variables on CV. Yamaha Waja Motor Denpasar”

42,

43.

44,

45,

46.

47.

48.

49,

50.

Edisi ke Sepuluh), Alih Bahasa Drs. Benyamin
Molan. Jakarta :PT. Macanan Jaya Cemerlang
Robert L. Mathis, 2006. Human Resource
Management (edisi 10). Salemba empat: Jakarta.
Romi, 2014. Pengaruh Budaya Organisasi Dan
Motivasi Kerja Terhadap Kepuasan Kerja Dan
Kinerja Pegawai Pada Kantor Wilayah Dlirektorat
Jenderal Bea Dan Cukai (DJBC) Riau dan
Sumatera Barat. Tesis

Riski .2016. Pengaruh Budaya Organisasi Terhadap
Kinerja Organisasi Pada Pusat Pelaporan Dan
Analisis Transaksi Keuangan (PPATK) Jurnal
Saksono  Nugraha. 2002. Manajemen dan
Organisasi. Jakarta: Media Cetak

Siagian, Sondang. P. 2002. Manajemen Sumber
Daya Manusia. Jakarta: PT Bumi Aksara.

Siagian, Sondang P. 2002. Kiat Meningkatkan
Produktivitas Kerja. Jakarta: Asdi Mahasatya.
Siagian, Sondang. P. 2006. Sistem Informasi
Manajemen. Jakarta:PT. Bumi Aksara.

Simamora. 2008. Manajemen Sumber Daya
Manusia. Yogyakarta : Adi Citra Karya Nusa.
Steven, 2016. “Pengaruh Budaya Organisasi
Terhadap Kepuasan Kerja, Komitmen
Organisasional Dan Intention To Leave (Studi Pada

51.

52.

53.

54.

55.

56.

57.

Karyawan PtBitung Mina Utama)”. Junal
pendidikan ekonomi

Sudarmanto R. G., 2005, Analisis Regresi Linier
Ganda dengan SPSS, Edisi Pertama, Penerbit
Graha lImu, Yogyakarta.

Sugiyono. 2002. Metode Penelitian Administrasi.
Bandung : CV Alfabeta.

Sugiyono, 2008. Metode Penelitian Kunatitatif
Kualitatif dan R&D. Bandung Alfabeta.

Sugiyono. 2013. Statistika Untuk Penelitian.
Bandung: Alfabeta.

Tri, 2013. Analisis Pengaruh Motivasi, Disiplin
Kerja Dan Kemampuan Kerja Terhadap Kinerja
Pegawai Negeri Sipil (Studi Empiris pada
Kecamatan Mijen Kota Semarang) Pengaruh
disiplin kerja terhadap kinerja. Jurnal

Triyoga, 2008. Analisis Pengaruh Budaya
Organisasi Dan Kepuasan Kerja Terhadap Motivasi
Kerja Dan Kinerja Karyawan (Studi Pada Kantor
Unit Cabang BRI Pattimura Semarang). Thesis
Wirawan. 2007. Budaya dan Iklim Organisasi teori
Aplikasi dan Penelitian. Jakarta: Salemba Empat

1964

Kadek Rexy Dewata Putra’, RAJAR Volume 04 Issue 08 August 2018



