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This study investigates the effects of work culture 

and organizational commitment on employee 

work productivity at PT. X. A quantitative 

approach was employed using questionnaire 

data collected from 64 employees through 

proportional random sampling. Work culture 

was measured by discipline, responsibility, 

teamwork, and innovation, while organizational 

commitment was assessed through affective, 

normative, and continuance commitment. Work 

productivity was evaluated based on 

effectiveness, efficiency, timeliness, and work 

quality. Data were analyzed using validity and 

reliability tests and multiple linear regression 

with IBM SPSS Statistics Version 29. The findings 

indicate that both work culture and 

organizational commitment have significant 

positive effects on employee work productivity, 

both individually and simultaneously, with 

organizational commitment demonstrating the 

stronger influence 
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INTRODUCTION  
In the era of globalization and rapid technological advancement, 

businesses are confronted with an increasingly intense level of competition. 
Companies are required to adapt to continuous changes and develop sustainable 
competitive advantages. One of the key determinants of such competitiveness is 
the quality of human resources (HR). Competent, ethical, and highly productive 
employees constitute a vital asset for organizations in achieving their strategic 
objectives. 

According to Sinungan (2019), work productivity is a measure of the 
efficiency and effectiveness of individuals or groups in producing specific 
outputs by utilizing available resources optimally. Productivity is not only 
reflected in the quantity of work produced but also in its quality, timeliness, and 
the ability to innovate. However, improvements in productivity are influenced 
not only by technical factors, such as technology and work systems, but also by 
non-technical factors related to behavior and psychology, including work culture 
and organizational commitment. 

The results of a preliminary study conducted at PT. X (2024) revealed that 
the average employee work target achievement reached only 78% of the annual 
target, while the employee turnover rate was 12%, exceeding the ideal range of 
5–8% for comparable companies. Furthermore, an internal survey indicated that 
only 64% of employees believed that the company's work culture values were 
consistently implemented, and 58% reported receiving insufficient feedback 
from their supervisors regarding their performance. These findings suggest 
problems in the implementation of work culture and organizational 
commitment, which may negatively affect employee work productivity. 

According to Schein (2020), work culture refers to a set of values, beliefs, 
and norms that guide the behavior of all organizational members in their work 
and interactions. A strong work culture helps establish organizational identity, 
fosters internal stability, and provides guidance for decision-making. PT. X has 
formally established work culture values such as integrity, professionalism, and 
teamwork in its corporate vision. However, observations indicate inconsistencies 
in the implementation of these values across several divisions. Some employees 
perceive the work culture as merely a slogan, lacking tangible support through 
the company's reward system and performance evaluation practices. 

Meanwhile, organizational commitment reflects an individual's 
emotional, moral, and professional attachment to the organization where they 
work (Meyer & Allen, 1991). Organizational commitment consists of three 
dimensions: 

1. Affective commitment employees' emotional attachment to the 
organization. 

2. Normative commitment employees' moral obligation to remain with the 
organization, and 

3. Continuance commitment employees' rational consideration of the benefits 
and consequences of leaving the organization. 
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Interviews with the Human Resources Department of PT. X revealed that 
some employees exhibit low affective commitment, as evidenced by a limited 
sense of belonging to the company and a lack of initiative to contribute beyond 
their assigned responsibilities. Employees also expressed concerns regarding 
unclear career advancement opportunities and insufficient recognition of their 
performance, resulting in decreased motivation and organizational loyalty. 

These phenomena indicate that the implementation of work culture and 
organizational commitment has both direct and indirect relationships with 
employee work productivity. Organizations that fail to cultivate an adaptive 
work culture and strong organizational commitment risk losing top talent and 
experiencing declining productivity. 

In addition, external dynamics, such as the changing work preferences of 
the Millennial and Generation Z workforce, who increasingly value work-life 
balance, flexibility, and meaningful work, have also influenced patterns of 
organizational loyalty. Companies that fail to align their organizational culture 
and management systems with the expectations of these emerging workforce 
generations may face significant challenges in maintaining long-term 
productivity. 

Therefore, the success of PT. X in achieving its organizational goals cannot 
be separated from its ability to foster a supportive work culture and strengthen 
organizational commitment among its employees. This study is considered 
important because it is expected to: 
1. Identify the extent to which the implementation of work culture influences 

employee work productivity; 
2. Assess the effect of organizational commitment on employee work 

productivity; and 
3. Develop an empirical model explaining the simultaneous influence of work 

culture and organizational commitment on employee work productivity. 
Using a multiple linear regression statistical analysis approach, this study 

will quantitatively examine the relationships among these variables based on 
survey data collected from employees of PT. X. 
 
THEORETICAL REVIEW 
Human Resource Management (HRM) 

Human Resource Management (HRM) refers to the process of managing 
human resources effectively and efficiently to achieve organizational objectives. 
According to Sedarmayanti (2019), HRM consists of policies and practices related 
to recruiting, selecting, training, rewarding, and evaluating employees. Similarly, 
Bangun (2022) defines HRM as the process of planning, organizing, staffing, 
directing, and controlling human resource activities, including recruitment, 
development, compensation, integration, maintenance, and separation. 

Mathis and Jackson (2022) describe HRM as both a science and an art of 
managing employees to maximize organizational effectiveness. Likewise, 
Dessler (2021) defines HRM as the policies and practices involved in managing 
people, including recruitment, training, performance appraisal, and 
compensation. Handoko (2021) and Hasibuan (2021) also emphasize that HRM 
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aims to optimize employees' capabilities while balancing organizational and 
individual goals. 

Subarto (2023) further explains that human resources represent not merely 
manpower but strategic organizational assets that drive innovation, 
competitiveness, and sustainable organizational performance. Based on these 
perspectives, HRM can be concluded as a systematic approach to managing 
employees in order to improve organizational effectiveness and productivity. 
Work Culture 

The concept of culture originated from anthropology and refers to the 
shared values, beliefs, and norms that shape human behavior. In organizations, 
work culture represents the values, habits, and behavioral standards that guide 
employes in carrying out their responsibilities. 

According to Subarto (2026), work culture consists of shared values, 
beliefs, habits, and behavioral patterns that guide organizational members in 
performing their duties, making decisions, and interacting with one another. 
Schein (2019) defines work culture as a pattern of basic assumptions developed 
by a group to solve problems of external adaptation and internal integration, 
which are subsequently taught to new members as the appropriate way to 
perceive and respond to organizational issues. 

Similarly, Mangkuprawira (2019) describes work culture as a system of 
values, perceptions, behaviors, and beliefs that influence employees' work 
attitudes and organizational performance. Mangkunegara (2022) also 
emphasizes that work culture functions as behavioral guidelines that help 
organizations adapt internally and externally. 

Overall, a positive work culture promotes collaboration, motivation, 
innovation, employee engagement, and organizational effectiveness, whereas a 
weak culture may result in conflicts, low morale, and reduced productivity. 
Organizational Commitment 

Organizational commitment reflects the psychological attachment and 
loyalty of employees toward their organization. Meyer and Allen (1991) 
conceptualize organizational commitment as comprising three dimensions: 
1. Affective commitment: emotional attachment to the organization. 
2. Normative commitment: a sense of moral obligation to remain with the 

organization. 
3. Continuance commitment: awareness of the costs associated with leaving the 

organization. 
Allen and Meyer (cited in Darmawan, 2013) describe organizational 

commitment as employees' emotional, normative, and continuance attachment 
to their organization. Robbins and Judge (2015) define it as the extent to which 
employees identify with organizational goals and wish to maintain membership. 
Likewise, Luthans (cited in Kaswan, 2015) emphasizes employees' willingness to 
remain in the organization, exert effort on its behalf, and accept its values and 
goals. 

Subarto (2024) explains that organizational commitment reflects 
employees' emotional, moral, and professional attachment, demonstrated 
through their willingness to contribute, remain with the organization, and 
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uphold its values. High organizational commitment is associated with greater 
loyalty, stronger performance, lower absenteeism, and reduced turnover. 

Accordingly, organizational commitment can be defined as employees' 
loyalty and psychological attachment that encourage them to contribute actively 
and remain committed to organizational success. 
Organizational Commitment Behaviors 

According to Spencer and Spencer (cited in Kaswan, 2019), organizational 
commitment is reflected through several behaviors, including: 

• demonstrating active effort and adherence to organizational values; 

• exhibiting organizational citizenship behaviors; 

• understanding and supporting organizational goals; 

• prioritizing organizational interests over personal interests when necessary; 

• supporting organizational decisions despite potential unpopularity; and 

• making sacrifices for the organization's long-term success. 
Work Productivity 

Work productivity is one of the most important indicators of 
organizational performance because it reflects how efficiently and effectively 
employees utilize available resources to achieve organizational goals. 

According to Subarto (2023), work productivity is the ability of 
individuals or groups to produce outputs efficiently and effectively by utilizing 
available resources. Greenberg (cited in Sinungan, 2019) defines productivity as 
the ratio between outputs produced and inputs utilized during a given period. 
Sedarmayanti (2019) similarly states that productivity represents the relationship 
between work effectiveness and efficiency, measured through the quantity and 
quality of work within a specific time frame. 

Anoraga (2022) views productivity as a work behavior that reflects the 
outcome of psychological and behavioral processes, while Tohardi and Ravianto 
(cited in Sutrisno, 2021) describe productivity as a positive mental attitude 
characterized by continuous improvement and the belief that today's 
performance should surpass yesterdays. 

In summary, work productivity refers to employees' ability to produce 
high-quality work efficiently while continuously improving their performance to 
achieve organizational objectives. High work productivity contributes to 
improved organizational performance, whereas low productivity may hinder the 
achievement of organizational goals. 
 
METHODOLOGY   
          This study employed a quantitative research approach using descriptive 
and associative research designs. According to Sugiyono (2013), quantitative 
research is based on the positivist paradigm and is used to examine populations 
or samples through statistical analysis to test predetermined hypotheses. The 
descriptive approach aims to describe the characteristics of the variables under 
study, while the associative approach examines the relationships among two or 
more variables (Sugiyono, 2012; 2014). 

The population of this study consisted of 64 employees of PT. X (Sugiyono, 
2014). Since the population was relatively small, this study employed saturated 



Thufail, Kurniawaty, Nurlela  

1830 
 

sampling (total sampling), in which all members of the population were included 
as research respondents. Therefore, the sample comprised all 64 employees of PT. 
X. The study was conducted at PT. X. Data collection and research activities were 
carried out from October 2025 to January 2026. 

Data were collected using observation and questionnaire method. 
Observation conducted to obtain a direct understanding of the implementation 
of work culture, organizational commitment, and employee work productivity 
at PT. X (Sugiyono, 2020). Questionnaire the primary data collection instrument 
was a structured (closed-ended) questionnaire adapted from Fathoni (2008). 
Respondents selected the answer that best reflected their perceptions using a 
five-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree).   

The collected data were analyzed using quantitative statistical techniques 
with IBM SPSS Statistics Version 29. The software was used to process, analyze, 
and interpret the research data efficiently for hypothesis testing. 
 
RESEARCH RESULTS 
Multiple Linear Regression Analysis 

Based on the SPSS output presented in the Coefficients table, the multiple 
linear regression equation is as follows: 

Y = 13.858 + 0.311 X₁ + 0.511 X₂ 
The regression equation can be interpreted as follows: 

The constant (13.858) indicates that when Work Culture (X₁) and 
Organizational Commitment (X₂) are held constant, the predicted Work 
Productivity (Y) is 13.858. 

The regression coefficient for Work Culture (X₁) is 0.311, indicating that a 
one-unit increase in work culture is associated with a 0.311-unit increase in work 
productivity, assuming the other variable remains constant. 

The regression coefficient for Organizational Commitment (X₂) is 0.511, 
indicating that a one-unit increase in organizational commitment is associated 
with a 0.511-unit increase in work productivity, holding other variables constant. 
Coefficient of Determination (R²) 

The Model Summary table shows an R² value of 0.775, indicating that 
77.5% of the variation in employee work productivity is explained jointly by 
Work Culture (X₁) and Organizational Commitment (X₂). The remaining 22.5% is 
explained by other factors not included in this study. 
Partial Hypothesis Testing (t-test) 
Effect of Work Culture on Work Productivity** 

The t-test results show that the calculated t-value for Work Culture (X₁) is 
4.726, which is greater than the critical t-value (1.997). Therefore, the null 
hypothesis (H₀) is rejected, indicating that Work Culture has a significant positive 
effect on employee Work Productivity. 
Effect of Organizational Commitment on Work Productivity** 

The calculated t-value for Organizational Commitment (X₂) is 8.899, which 
also exceeds the critical t-value (1.997). Therefore, H₀ is rejected, indicating that 
Organizational Commitment has a significant positive effect on employee Work 
Productivity. 
Simultaneous Hypothesis Testing (F-test) 
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The ANOVA results show an F-value of 105.076, which is substantially 
higher than the critical F-value of 2.75. Furthermore, the significance level is 
0.000, which is below the 0.05 threshold (p < 0.05). These findings indicate that 
Work Culture and Organizational Commitment simultaneously have a 
significant positive effect on employee Work Productivity. 
 
DISCUSSION 

Based on the statistical analysis, this study examined the effects of Work 
Culture and Organizational Commitment on Employee Work Productivity at PT. 
X. 
Effect of Work Culture on Work Productivity 

The t-test results indicate that Work Culture (X₁) has a significant positive 
effect on Work Productivity (Y) (t = 4.726 > 1.997). This finding suggests that a 
stronger work culture contributes to higher employee productivity. A positive 
work culture encourages discipline, teamwork, responsibility, effective 
communication, and adherence to organizational values, enabling employees to 
perform their tasks more efficiently and effectively. 

This result supports the theories of Schein (2019), Mangkuprawira (2019), 
and other human resource management scholars, who argue that organizational 
culture shapes employee behavior and enhances organizational performance. The 
finding is also consistent with previous studies that reported a significant positive 
relationship between work culture and employee productivity. 
Effect of Organizational Commitment on Work Productivity 

The results further show that Organizational Commitment (X₂) has a 
significant positive effect on Work Productivity (Y) (t = 8.899 > 1.997). Employees 
with stronger organizational commitment tend to demonstrate greater loyalty, 
responsibility, motivation, and willingness to contribute to organizational success, 
leading to improved productivity. 

These findings are consistent with the organizational commitment model 
proposed by Meyer and Allen (1991), which emphasizes affective, continuance, 
and normative commitment as important drivers of employee performance. The 
results also support previous studies indicating that higher organizational 
commitment contributes to increased productivity and reduced turnover. 
Simultaneous Effect of Work Culture and Organizational Commitment 

The ANOVA results indicate that Work Culture and Organizational 
Commitment simultaneously have a significant positive effect on Work 
Productivity (F = 105.076, p < 0.05). The coefficient of determination (R² = 0.775) 
indicates that 77.5% of the variation in employee work productivity is explained 
by these two variables, while the remaining 22.5% is attributable to other factors 
not examined in this study, such as leadership, motivation, compensation, work 
environment, communication, and training. 

These findings demonstrate that work productivity is influenced by both 
organizational culture and employees' commitment to the organization. A 
supportive work culture creates a positive working environment, while strong 
organizational commitment fosters loyalty, engagement, and responsibility. 
Together, these factors significantly enhance employee productivity. 
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Overall, the findings reinforce existing human resource management 
theories and previous empirical studies, confirming that organizations can 
improve employee productivity by strengthening a positive work culture and 
fostering higher organizational commitment through effective leadership, 
communication, employee development, recognition, and career advancement 
opportunities. 
 
CONCLUSIONS AND RECOMMENDATIONS 

Based on the findings of this study, the following conclusions can be drawn: 
Work Culture (X₁) has a significant positive effect on Employee Work 

Productivity (Y), as indicated by the t-test result (t = 4.726 > 1.997). This suggests 
that a stronger work culture promotes greater discipline, teamwork, responsibility, 
and ultimately improves employee productivity. 

Organizational Commitment (X₂) also has a significant positive effect on 
Employee Work Productivity (Y) (t = 8.899 > 1.997). Employees with higher 
commitment demonstrate greater loyalty, responsibility, and dedication, leading 
to improved work performance. 

Work Culture and Organizational Commitment jointly have a significant 
positive effect on Employee Work Productivity, as confirmed by the ANOVA test 
(F = 105.076 > 2.75, p < 0.05). The coefficient of determination (R² = 0.775) indicates 
that these two variables explain 77.5% of the variance in employee productivity, 
while the remaining 22.5% is influenced by other factors not examined in this 
study. 

Overall, the findings indicate that fostering a positive work culture and 
strengthening organizational commitment are essential strategies for enhancing 
employee work productivity.   

Based on the results of this study, the following recommendations are 
proposed: 
1. For the Organization: Continue strengthening a positive work culture 

through effective communication, teamwork, discipline, and reinforcement 
of organizational values to improve employee productivity. 

2. For Management: Enhance organizational commitment by providing 
employee recognition, motivation, career development opportunities, and 
maintaining positive working relationships. 

3. For Employees: Maintain high levels of responsibility, discipline, 
collaboration, and organizational commitment to achieve optimal work 
performance. 

4. For Future Researchers: Expand this study by examining additional factors 
affecting work productivity, such as leadership, work motivation, 
compensation, work environment, job satisfaction, and work discipline. 
Future studies should also consider larger sample sizes and different 
organizational settings to improve the generalizability of the findings. 
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