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Abstract 
This study investigates the direct and indirect effects of work engagement and organizational 

culture on employee performance, with job satisfaction examined as a mediating variable, in the 

context of the Regional Development Planning, Research, and Development Agency of Fakfak 

Regency, Indonesia. Employing a quantitative research design and Partial Least Squares 

Structural Equation Modeling (PLS-SEM), data were collected from a saturated sample of 54 civil 

servants using validated survey instruments. The findings reveal that both work engagement and 

organizational culture have significant direct impacts on employee performance. However, job 

satisfaction does not significantly mediate these relationships, challenging prevailing 

assumptions in public sector performance theory. These results imply that enhancing employee 

performance in government institutions may be more effectively achieved through direct 

investments in engagement and organizational culture rather than relying solely on job 

satisfaction as a psychological intermediary. The study offers empirical contributions to public 

management literature and provides practical recommendations for local government agencies 

aiming to improve workforce productivity and strategic planning outcomes. Future research 

should explore alternative mediators or moderators and utilize longitudinal approaches to better 

capture the complexity of organizational dynamics. 

 

Keywords : Employee performance, organizational citizenship behavior, public sector, quality of 
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1.  Introduction  

Employee performance is a fundamental indicator in assessing the success of an 

organization (Qalati, Zafar, Fan, Sánchez Limón, & Khaskheli, 2022; Vuong & 

Nguyen, 2022), particularly within the public sector. In the context of public 

institutions such as the Regional Development Planning, Research, and Development 

Agency (Bappeda and Litbang) of Fakfak Regency, employee performance directly 

reflects the effectiveness of development program implementation. However, 

performance data from 2022 to 2023 demonstrate fluctuations, including a decline in 

the achievement of several key performance indicators. This phenomenon highlights 

the need to evaluate the underlying factors that contribute to performance outcomes, 

specifically work engagement, organizational culture, and job satisfaction. 
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Work engagement represents a psychological condition in which employees feel 

emotionally connected to their work and demonstrate a strong dedication to 

completing tasks (Siddiqi, 2015). Previous literature has noted that high levels of 

engagement enhance motivation, creativity, and innovation, fostering higher 

productivity and performance (Adriyanto, 2023). Meanwhile, organizational culture 

influences employees’ attitudes and behaviors through shared values, norms, and 

practices (Cahyati, Husainah, Sibarani, Gunawan Malau, & Limakrisna, 2024). A 

strong and positive culture not only shapes organizational identity but also fosters 

cooperation and commitment to collective goals (Riza, Hutahayan, & Chong, 2025), 

thereby enhancing employee performance (Ghaleb, 2024; Ginting, Nurhayati, & 

Sukmawati, 2024). 

Nevertheless, the relationship between work engagement and organizational 

culture with performance is not always direct. Job satisfaction is assumed to serve as 

a critical mediating variable in this relationship. Satisfied employees are more likely 

to have positive work output (Zhenjing, Chupradit, Ku, Nassani, & Haffar, 2022), and 

a strong desire to contribute meaningfully. Thus, examining the mediating role of job 

satisfaction in the interplay between work engagement and organizational culture 

becomes essential to understanding the dynamics of employee performance in the 

public sector. 

In light of this urgency, the present study aims to analyze the influence of work 

engagement and organizational culture on employee performance, both directly and 

indirectly through job satisfaction as a mediating variable. The research focuses on 

Bappeda and Litbang of Fakfak Regency, a strategic institution responsible for the 

formulation, monitoring, and evaluation of regional development policies. Given the 

agency’s critical role, understanding the determinants of its employees’ performance 

is essential to supporting the implementation of effective and sustainable 

development planning at the regional level. 

This study is expected to offer theoretical contributions to the development of 

public sector performance management literature, as well as practical implications 

for formulating strategies to improve employee performance by strengthening work 

engagement, fostering a positive organizational culture, and enhancing job 

satisfaction. Moreover, the study seeks to address inconsistencies found in prior 

research regarding the relationships among these variables and to provide evidence-

based recommendations for human resource management policies in local 

government institutions. 

 

2.  Research Method 

This study adopts a quantitative approach using survey methods to examine the 

influence of work engagement (X1) and organizational culture (X2) on employee 
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performance (Y), with job satisfaction (Z) as a mediating variable. Data is collected 

through questionnaires distributed to all 54 civil servants at the Regional 

Development Planning, Research, and Development Agency of Fakfak Regency, 

using saturated sampling to ensure full population representation. The research 

employs a 5-point Likert scale for measurement. 

Data analysis is conducted using Partial Least Squares Structural Equation 

Modeling (PLS-SEM) in SmartPLS. The study period runs from March to June 2025, 

with primary data gathered through questionnaires, interviews, and observations. 

Secondary data includes employee performance records and organizational reports. 

PLS-SEM is chosen for its ability to handle complex variable interactions and small 

sample sizes, ensuring robust analysis of the proposed mediation model. Results will 

provide insights into how work engagement and organizational culture directly 

impact performance, independent of job satisfaction, offering practical implications 

for public sector management. 

3. Results and Discussion  
3.1 Outer Model Results 
3.1.1 Construct and Indicator Reliability Test Results 

Table 1. Construct and Indicator Reliability Testing Results 
Variable Loading Cronbach's 

Alpha 
Composite 
Reliability 

Remarks 

Work Engagement (X1) 
 

0.856 0.893 Reliable 
X1.1- X1.6 0.717–0.789 

  
Reliable 

Organizational Culture (X2) 
 

0.964 0.967 Reliable 
X2.1 – X2.15 0.703–0.869 

  
Reliable 

Job Satisfaction (Z) 
 

0.911 0.927 Reliable 
Z1.1 – Z1.9 0.727–0.841 

  
Reliable 

Employee Performance (Y) 
 

0.974 0.976 Reliable 
Y1.1 – Y1.26 0.705–0.856 

  
Reliable 

Based on the results presented in Table 1, all constructs in the study—Work 

Engagement, Organizational Culture, Job Satisfaction, and Employee Performance—

demonstrate strong internal consistency and high reliability, as indicated by 

Cronbach’s alpha and Composite Reliability values exceeding the recommended 

thresholds of 0.70 (Cheung, Cooper-Thomas, Lau, & Wang, 2024; Hair et al., 2021). 

Each construct's indicators also show satisfactory factor loading values, mostly above 

0.708, confirming their contribution to representing the respective latent variables. 

Although a few indicators slightly fall below this threshold, they remain acceptable 

in exploratory or multidimensional constructs. These findings indicate that the 

measurement instruments used are both statistically reliable and methodologically 

valid, providing a robust foundation for further structural model analysis, including 

hypothesis testing and evaluation of relationships among latent variables. 
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3.1.2 Validity Test Results 

Table 2. Convergent Validity Test Results 
Variable AVE Description 

Work Engagement 0.581 Valid 
Organizational Culture 0.665 Valid 
Job Satisfaction 0.585 Valid 
Employee Performance 0.610 Valid 

Based on the results of the convergent validity test presented in Table 2, all 

constructs in the research model exhibit Average Variance Extracted (AVE) values 

exceeding the minimum threshold of 0.50 (Cheung et al., 2024), indicating that each 

construct possesses adequate convergent validity. The AVE values of 0.581 for Work 

Engagement, 0.665 for Organizational Culture, 0.585 for Job Satisfaction, and 0.610 for 

Employee Performance suggest that more than 50% of the variance in the indicators 

is explained by their respective constructs. This confirms that the indicators used in 

this study consistently and accurately represent the underlying constructs, thus 

satisfying the requirements for convergent validity as stipulated in measurement 

model assessments using Structural Equation Modeling (SEM) with a Partial Least 

Squares (PLS) approach. Accordingly, the four latent variables utilized in this study 

are empirically valid and appropriate for measuring the intended theoretical 

concepts. 

Table 3. Discriminant Validity Test Results Using Heterotrait–Monotrait Ratio 
(HTMT)  

Work 
Engagement 

Organizational 
Culture 

Job 
Satisfaction 

Employee 
Performance 

Work 
Engagement 

0.762 
   

Organizational 
Culture 

0.705 0.815 
  

Job Satisfaction 0.525 0.546 0.765 
 

Employee 
Performance 

0.682 0.689 0.592 0.781 

Based on the discriminant validity test results using the Heterotrait–Monotrait 

Ratio (HTMT), as presented in Table 4.3, all coefficient values between constructs are 

below the recommended threshold of 0.85, as suggested by Cheung et al. (2024). The 

highest value is 0.773, observed between the constructs of work engagement and 

organizational culture. This indicates that each construct within the model 

demonstrates adequate discriminant validity, meaning that each latent variable 

empirically represents a distinct concept. The attainment of discriminant validity 

enhances the reliability of the measurement model in distinguishing between the 

tested constructs, thereby confirming that there are no conceptual overlaps among 

variables. Consequently, structural relationships among the variables can be 

interpreted with greater precision. 
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3.2 Inner Model Results 
Table 4. R-Square (R²) Test Results 

Variable R² 

Job Satisfaction 0.337 
Employee Performance 0.590 

Based on the R-Square (R²) test results in Table 4, the independent variables in the 

model explain 33.7% of the variance in job satisfaction and 59.0% of the variance in 

employee performance. The R² value for job satisfaction is considered moderate, 

indicating that while work engagement and organizational culture contribute to job 

satisfaction, other unmeasured factors also play a role. Meanwhile, the R² value for 

employee performance is relatively strong, demonstrating that the model has 

substantial predictive power. These findings highlight the significant influence of 

psychological and cultural factors in shaping employee performance, especially in the 

public sector. 

Table 5. Results of F-square (F²) Test  
Work 

Engagement 
Organizational 

Culture 
Job 

Satisfaction 
Employee 

Performance 

Work 
Engagement 

  
0.059 0.120 

Organizational 
Culture 

  
0.092 0.122 

Job Satisfaction 
   

0.096 
Employee 
Performance 

    

Based on the F-square (F²) test results presented in Table 5, work engagement and 

organizational culture were found to have small to moderate effects on both job 

satisfaction and employee performance, with F² values ranging from 0.059 to 0.122. 

Specifically, work engagement contributed more to performance (0.120) than to job 

satisfaction (0.059), while organizational culture showed a relatively balanced 

influence on both outcomes (0.092 and 0.122, respectively). Job satisfaction, in turn, 

demonstrated a small but meaningful effect (0.096) on employee performance. These 

findings suggest that while job satisfaction serves as a relevant mediating factor, the 

primary drivers of performance improvement lie in enhancing employee engagement 

and cultivating a positive organizational culture within the public sector. 

3.3 Path Coefficients Results 

Table 6. Path Coefficients Test Results 

Path Original Sample (β) T-Statistics P-Value Description 

X1 → Y 0.322 2.284 0.023 Accepted 

X2 → Y 0.329 2.193 0.029 Accepted 

X1 → Z → Y 0.068 0.962 0.337 Rejected 

X2 → Z → Y 0.085 1.050 0.294 Rejected 
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3.4 Discussion 

3.4.1 Discussion on The Influence of Work Engagement on Employee Performance 

The findings of this study confirm that work engagement has a positive and 

significant influence on employee performance at the Regional Development 

Planning, Research, and Development Agency (Bappeda and Litbang) of Fakfak 

Regency. A path coefficient of 0.367 indicates that a one-unit increase in work 

engagement leads to a 0.367 increase in employee performance. This relationship is 

statistically significant, as demonstrated by a p-value of 0.033, suggesting that the 

observed effect is unlikely to be due to random chance. 

These findings are consistent with the views of numerous scholars and previous 

empirical studies, which have identified work engagement as one of the most robust 

and consistent predictors of improved employee performance across various 

organizational contexts (Du et al., 2022). Furthermore, the results align with 

theoretical perspectives positing that employee engagement is a key attitudinal factor 

significantly associated with employee performance and organizational success 

(Ghani, Hyder, Yoo, & Han, 2023).  

Engaged employees are typically more productive, exhibit higher levels of loyalty 

to their organizations, and are more likely to participate actively in corporate 

initiatives (Renhoran, Roswah, Sundari, & Pakpahan, 2024). As noted by Restanti et 

al. (2024), employees with high levels of engagement tend to maximize their 

performance and often exceed organizational performance targets. Consequently, 

developing strategies to enhance employee engagement has become a strategic 

priority in modern human resource management, particularly in the face of global 

competition and rapid changes in the workplace (Renhoran et al., 2024). 

This result is also in line with previous research emphasizing that work 

engagement is a critical determinant in public sector human resource management 

(Fitriadi, Susanto, Irdam, & Wahyuni, 2022; Hafsara, 2024; Khuzaini, Basuki, 

Widyanti, & Anhar, 2023). Therefore, public organizations, including Bappeda and 

Litbang of Fakfak Regency, should pay greater attention to strategies that foster work 

engagement—such as strengthening internal communication, creating an inclusive 

work environment, and recognizing individual contributions—as part of a systematic 

approach to improving employee efficiency and organizational effectiveness. 

Ultimately, the implication of this finding is that efforts to increase employee 

engagement may serve as an effective strategy for enhancing overall organizational 

performance. Measures to promote engagement include providing opportunities for 

career development, offering constructive feedback, fostering a supportive work 

environment, and ensuring that employees feel valued and acknowledged for their 

contributions. 
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3.4.2 Discussion on The Influence of Organizational Culture on Employee 
Performance 

The findings of this study support the hypothesis that organizational culture has 

a positive and significant influence on employee performance at the Regional 

Development Planning, Research, and Development Agency of Fakfak Regency. The 

path coefficient of 0.068 indicates that a one-unit increase in organizational culture is 

associated with a 0.068-unit increase in employee performance. The p-value of 0.029, 

which is below the conventional threshold of 0.05, confirms that the relationship 

between organizational culture and employee performance is statistically significant, 

thereby rejecting the possibility that the result occurred by chance. 

These findings are in line with previous studies conducted by (Asrul, 

Muhammadiah, & Mustari, 2021; Wijaya et al., 2022). The results also align with 

organizational theory, which emphasizes the pivotal role of organizational culture in 

shaping employee behavior and performance (Wijaya et al., 2022). A strong 

organizational culture contributes to the enhancement of employee performance by 

motivating staff to achieve shared goals (Rijanto & Mukaram, 2018). 

In the context of the Regional Development Planning, Research, and Development 

Agency of Fakfak Regency, this result implies that developing and maintaining a 

positive organizational culture is essential to improving employee performance. Such 

a culture can be characterized by values including innovation, collaboration, quality 

orientation, and support for employee development (Hege, 2024). 

Therefore, it can be concluded that organizational culture is a strategic factor that 

warrants significant attention in efforts to enhance employee performance. This 

finding provides empirical support for organizational and public sector 

management—particularly for the Regional Development Planning, Research, and 

Development Agency of Fakfak Regency—to prioritize strengthening organizational 

culture as part of institutional performance improvement strategies. 

3.4.3 Discussion on The Mediating Role of Job Satisfaction in the Relationship 
Between Work Engagement and Employee Performance 

The findings of this study indicate that job satisfaction does not serve as a 

significant mediating variable in the relationship between work engagement and 

employee performance at the Regional Development Planning, Research, and 

Development Agency of Fakfak Regency. Although the path coefficient (β = 0.103) 

suggests a positive direction of the relationship, the high p-value (0.337) implies that 

this mediation effect is not statistically significant. Consequently, the hypothesis 

stating that job satisfaction mediates the influence of work engagement on employee 

performance is rejected. These results empirically confirm that job satisfaction does 

not play a significant mediating role in the relationship between work engagement 
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and employee performance in the context of public sector organizations, particularly 

within the setting of Bappeda and Litbang Fakfak. 

Theoretically, this outcome contrasts with several previous studies that identified 

job satisfaction as a critical psychological variable linking employee engagement with 

improved work performance (Fitriadi et al., 2022). The literature commonly assumes 

that increased work engagement fosters job satisfaction through the development of 

emotional attachment and commitment to one's tasks, which, in turn, generates 

intrinsic motivation for enhanced performance (Sumarto, 2009). Muliana & Aida 

(2016) have similarly emphasized that optimal performance requires high levels of 

work engagement. However, the absence of a significant mediating effect in this 

study may reflect unique organizational conditions or structural characteristics that 

prevent job satisfaction from emerging directly as a consequence of engagement. 

Alternatively, it may suggest that other, stronger factors are influencing the 

relationship. 

Furthermore, although the direction of the relationship from work engagement to 

performance via job satisfaction is positive, its contribution is not statistically robust 

enough to establish a valid mediation pathway. This could be attributed to the weak 

empirical influence of work engagement on job satisfaction within the organizational 

context of this study or to the possibility that job satisfaction plays a less 

determinative role in employee performance compared to other unobserved 

variables. These findings highlight the importance of considering contextual 

characteristics, such as work climate, structural elements, and procedural aspects 

within public institutions, which may either constrain or enhance the psychological 

role of mediating variables. 

From a practical standpoint, these findings suggest that enhancing employee 

engagement alone may not automatically lead to improved performance through 

increased job satisfaction unless other contributing factors—such as incentive 

systems, role clarity, organizational justice, and career development opportunities—

are also addressed. In other words, job satisfaction is not the sole pathway for 

translating engagement into performance outcomes, thereby necessitating a more 

comprehensive managerial approach. 

Although job satisfaction was not found to be a statistically significant mediator in 

this study, it remains a vital construct within organizational contexts. High levels of 

job satisfaction can positively contribute to other important outcomes not examined 

in this study, such as employee retention, reduced absenteeism, and increased 

organizational citizenship behaviors. Therefore, organizations should continue to 

prioritize factors that enhance job satisfaction among employees. 
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Overall, the rejection of Hypothesis 3 enriches the understanding that not all 

theoretically assumed relationships between variables will hold true in empirical 

settings. Organizational context, individual characteristics, and environmental 

dimensions collectively contribute to complex interactions that can moderate or 

nullify the effects of specific variables. As such, these findings offer valuable insights 

for the development of future theoretical models, including the consideration of 

alternative mediators or moderators to more accurately explain the relationship 

between work engagement and employee performance. 

3.4.4 Discussion on The Mediating Role of Job Satisfaction in the Relationship 
Between Work Engagement and Employee Performance 

The results of the fourth hypothesis test reveal that job satisfaction does not 

significantly mediate the relationship between organizational culture and employee 

performance at the Regional Development Planning, Research, and Development 

Agency (Bappeda and Litbang) of Fakfak Regency. The path coefficient (β) value of 

0.085 indicates a positive direction of the relationship; however, the p-value of 0.294 

exceeds the conventional significance threshold of 0.05. Consequently, Hypothesis 4, 

which posits that job satisfaction mediates the effect of work engagement on 

employee performance, is not supported. 

This finding implies that, within the context of the studied organization, job 

satisfaction does not serve as a substantial mediating mechanism in the relationship 

between organizational culture and employee performance. Although the direction 

of the coefficient suggests a positive association, it is not sufficient to confirm job 

satisfaction as a significant psychological or behavioral pathway through which 

organizational culture enhances performance. In other words, organizational culture 

may exert a direct influence on employee performance without necessarily increasing 

job satisfaction as an intermediary step. 

Theoretically, this outcome challenges the conceptual framework that assumes 

employees’ positive perceptions of a strong organizational culture would first 

enhance job satisfaction, which would in turn lead to improved performance, as 

supported by several prior studies (Hayuningtyas, 2016; Jufrizen & Intan, 2021; Putra, 

Sara, & Sitiari, 2024). The failure to establish a mediating effect suggests the potential 

existence of other more dominant intervening variables not examined in this study—

such as organizational commitment, leadership perception, or specific dimensions of 

the work climate—that may function as more relevant mediators. 

From a practical standpoint, this result signals to organizational managers that 

merely fostering a strong organizational culture may not automatically lead to 

improved performance through job satisfaction. Organizational interventions should 

be more strategically directed toward cultural elements that directly encourage 
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productivity and performance outcomes, while also reassessing the factors that 

genuinely shape job satisfaction as a performance enhancer. 

Although job satisfaction did not prove to be a significant mediator, this does not 

diminish the importance of organizational culture in enhancing employee 

performance. Organizations must continue to cultivate a supportive and positive 

culture, as it can influence various behavioral and performance-related aspects not 

explored in this study, such as motivation, collaboration, and innovation. It is also 

essential to consider other potential mediating factors and tailor management 

strategies to the specific organizational context. 

Therefore, the results emphasize the importance of empirically testing mediating 

roles within structural models and exercising caution when generalizing indirect 

effects among variables. The conceptual and practical implications of this finding 

pave the way for further research to explore alternative mediators or adopt multi-

mediation pathways to gain a more comprehensive understanding of the dynamics 

between organizational culture and employee performance. 

4.  Conclusion 

Based on the research findings, it can be concluded that both work engagement 

and organizational culture significantly influence employee performance at the 

Regional Development Planning, Research, and Development Agency of Fakfak 

Regency. However, job satisfaction does not play a significant mediating role in the 

relationship between either work engagement or organizational culture and 

employee performance. These results suggest that direct efforts to improve 

engagement and foster a strong organizational culture are likely more effective than 

relying on job satisfaction as an intermediary mechanism for enhancing performance 

outcomes. 

In light of these findings, it is recommended that practitioners prioritize strategies 

that strengthen employee involvement and cultivate a performance-oriented 

organizational culture, without disregarding the importance of job satisfaction as a 

factor in maintaining employee motivation and psychological well-being. For 

academics, the absence of mediation by job satisfaction opens avenues for future 

research to explore alternative mediators or moderators. Subsequent studies should 

consider broader samples across different government institutions and adopt 

longitudinal designs to capture the evolving dynamics of organizational behavior 

over time. 
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