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The purpose of this study was to determine the effect of
workload and organizational culture on employee work
productivity at PT Sinar Terang Madani in Makassar City.
The type of research used is quantitative with a descriptive
approach. obtained through a questionnaire then processed
quantitatively using a Likert scale, which was analyzed
using multiple regression analysis tools to determine how
the effect of workload and organizational culture on
employee work productivity. determination coefficient
analysis is used to determine how much proportion of the
influence of workload and organizational culture on
employee work productivity. The T test is used to answer the
hypothesis. The results of this study indicate that the
workload variable and the organizational culture variable
(organizational family) have a positive and significant effect

on employee work productivity and the large proportion of
the influence of workload and organizational culture on
employee work productivity with an R square value of 0.557
means the influence of the workload variable and
organizational culture (organizational family) 55.7 percent.
The relationship between workload and organizational
culture (organizational family) is at a strong relationship
level.

INTRODUCTION

Companies need human resources or employees in order to achieve their goals
effectively and efficiently. The availability of professional resources has become a
strategic need for companies or organizations. This need is based on the
understanding that humans are the determinants of all organizational performance.

According to Mar'ih (2017), workload is the process of determining the number of
hours of human resources working, used, and needed to complete a job for a certain
period of time. A job can pose a risk to the impact felt by workers, both in the short
term or long term. This is often referred to as workload, which is the impact felt due
to daily work activities. The workload received by workers must be appropriate and
balanced with the physical and cognitive abilities, as well as the limitations of each
worker in receiving the load. So if workers who feel the workload exceeds the normal
limit will experience physical and psychological work stress. For example, emotional
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reactions, headaches and digestive disorders. When the workload is felt a little or not
too heavy will result in boredom doing the job. This will have an impact on the lack
of motivation to do the job.

Excessive workload can cause a decrease in employee morale and motivation, so this
is one of the causes of work fatigue. With excessive workload and work capabilities
that are not in accordance with the work that has been assigned, it greatly affects
employee work motivation, but in reality, if employees view all work that is assigned
as a responsibility in working, then the burden is not felt by employees when
completing their tasks. This is supported by previous research conducted by Dewi
(2013) that the perception of a positive workload is to consider that the workload is
a work challenge and motivates them to work better for themselves and their
organization.

Based on the above, basically the impact of the workload itself is based on the
perception of each individual. Sometimes there are individuals who are increasingly
challenged by a large workload so that the motivation to complete a task is very large
and such individuals do not feel excessive burden in their work but feel enthusiastic
about working.

The influence of employees in the development of the company is very large, the need
for workload management that is in accordance with employee work capabilities is
very much needed by the company to maintain optimal work and avoid a decrease
in employee motivation. An increased workload will affect the decline in employee
work capabilities which results in the quality of employee work being very low in
completing a job.

Organizational culture Developing well is based on human resources that are useful
for running and improving overall effectiveness within the organization. Institutions
or organizations are determined by two main factors, namely human resources,
facilities and infrastructure as supporting work facilities. From these two factors, it
can be seen that human resources are the most important, no matter how
sophisticated the facilities and infrastructure owned by an organization, without
adequate human resources seen from the quantity and quality they have, it can be
said that an organization cannot succeed in realizing the vision, mission and goals
of the organization (Atmaja et al., 2022; Widarko & Anwarodin, 2022; Jumady &
Laila, 2021). Organizational culture is one of the opportunities used to build human
resources through aspects of changes in attitudes and behaviors that are expected
to be able to adapt to ongoing and future challenges. To obtain maximum results,
harmony is needed between how the organization achieves its goals, how the form of
the organization can support its goals, and how the right actions are to achieve its
goals (Primadhania, 2012; Neuberger et al., 2023).

Human resources are resources that can truly be used as a reliable strategy in
finding the right strategy, namely a unique strategy to win the competition. For that,
HR management in a company becomes very important so that it must get top
priority, if the company wants to advance and become a winner in a business. Then
human resource management has a close relationship with the productivity of
human resources itself (Neuberger et al., 2023; Gupta et al., 2022; Qatawneh, 2023).

Organizational culture plays at least three important roles, namely providing identity
for its members, increasing commitment to the organization's vision and mission and
strengthening behavioral standards. Organizational culture has a lot of influence on
individuals and organizational processes. When organizational culture is strongly
embedded, each member will feel that they are part of the organization and will
strengthen their commitment to the organization's vision and mission. Culture will
also direct the behavior of organizational members, there is no single best type of
organizational culture that can apply universally, the most important thing is that
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organizational culture must know the current portrait of organizational culture and
evaluate whether the prevailing culture can support organizational change programs
(Jerab & Mabrouk, 2023; Rahmatullah et al., 2022).

Organizations or companies need human resource management through
organizational culture, employees can be helped to do the work that exists, can
improve the overall ability of employees and help develop their responsibilities. In
addition, organizational culture can be a guideline for behavior within the company
and provide encouragement to employees to achieve better work performance or work
productivity (Widarko & Anwarodin, 2022; Cherian et al., 2021). Organizational
culture is a supporting factor for achieving high work productivity for employees.

PT. Sinar Terang Madani is one of the premium quality animal feed manufacturing
companies established in 2012 as the first animal feed factory in Barru with the
tagline "From Barru for Indonesia". The main office is located at Ruko Kima Square
Block B9-12 Jl. Perintis Kemerdekaan km.16 Makassar, South Sulawesi. Animal
feed products of PT. Sinar Terang Madani include Perkasa Feed and Perkasa Chick.
Perkasa feed is the main animal feed available for broilers and laying hens, while
Perkasa Chick is a product of day-old chicks (DOC). Until now, PT. Sinar Terang
Madani has had distribution starting in the areas of Sulawesi, Kalimantan, East
Nusa Tenggara, Maluku, Papua, West Papua, and West Java.

The influence of strong workload and organizational culture can increase work
productivity. Because the success of work productivity will also be influenced by
management in a company. The workload and organizational culture in PT. Sinar
Terang Madani is an organizational family, which means how each employee is able
to do the work given according to the company's standard operating procedures (SOP)
and maintain harmonious relationships with superiors, coworkers, and subordinates
like family but still based on work professionalism, and still comply with applicable
rules and administrative systems (Wirya, 2023).

One of the company's goals is to achieve optimal work productivity. Human resources
have high work productivity because they have a strong organizational culture, so it
can be concluded that a good organizational culture plays an important role so that
the workload borne by each human resource owned by the company can be carried
out effectively and efficiently, so the company is able to achieve its goals. Based on
the background that has been described, the author is interested in conducting
research entitled "The Effect of Workload and Organizational Culture on Employee
Work Productivity at PT. Sinar Terang Madani, Makassar City.

METHODS

This research method uses a quantitative approach that aims to measure and
analyze the influence of workload and organizational culture on employee work
productivity at PT Sinar Terang Madani. The data used are primary data collected
through questionnaires, interviews, and direct observation. The questionnaire used
is closed with a Likert scale of 1 to 5 to measure the level of respondent agreement
regarding the statements presented. Observations were conducted to obtain
additional information regarding the work environment and social interactions in the
company.

The population of the study was all employees of PT Sinar Terang Madani totaling 30
people, and the sampling method used was saturated sampling. The data analysis
technique used was multiple linear regression with the help of SPSS version 25
application to determine the effect of independent variables (workload and
organizational culture) on the dependent variable (work productivity). Validity and
reliability tests were also conducted to ensure the quality of the instruments used in
this study.
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RESULTS AND DISCUSSION

Respondent Description

Table 1. TCR Analysis Results of Workload Variables

Statem Answer

ent

Items STS TS KS S SS
X.1 13 13 3 0 1
X.2 9 13 4 3 1
X.3 7 14 6 3 0
X.4 8 15 6 1 O
X.5 6 17 4 3 0
X.6 9 13 5 3 0
X.7 9 15 5 1 O
X.8 14 12 3 0 1
average

Number of
Responde
nts

30

30

30

30

30

30

30

30

Source: Primary Data processed, 2023
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64

62
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52

IDe
al

150

184

185

180

184

182

178

172

TCR%

35,333333

34,782609

35,135135

33,333333

34,782609

34.065934

32.58427

30.232558

33.781223

Categor
y

Very
good

Very
good

I love
you

I love
you

I love
you

Very
good

Very
good

Good

Very
good

Based on Table 1, it can be explained that the TCR results of the respondents'
answers to the workload variable were obtained at 33.78 percent and included in the
very good category. So it can be explained in general that respondents strongly agreed
with the statements in the questionnaire. Of the 8 questions, 7 questions were in the
very good category and 1 question was in the good category. This is due to the
workload at PT Sinar Terang Madani where the work assigned can be completed on
time and does not burden employees too much in completing the work assigned.

Table 2. Results of TCR Analysis of Organizational Culture Variables

Statem Answer

ent

Items STS TS KS S SS

X.1

X.2

15 13 2 0O O

16 12 2 0O O

Number

of Sco

Respondents

30

30

;dea TCR%
58,4415

T g
57,8947

76 3.

catego
ry

Very
good

Very
good
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X.3

X.4

X.5

X.6

X.7

X.8

X.9

X.10

X.11

X.12

X.13

X.14

X.15

X.16

X.17

average

12

11

11

16

12

15

12

11

14

15

11

14

14

17

20

16

14

10

16

12

15

16

13

11

15

12

20

15

30

30

30

30

30

30

30

30

30

30

30

30

30

30

30

Source: Primary Data processed, 2023

Based on Table 4.5, it can be explained that the TCR results of respondents' answers
to organizational culture variables (family organization) obtained 59.03 percent and
included in the very good category. So it can be explained in general that respondents
stated that they strongly agree with the statements in the questionnaire. Of the 17
statements included in the very good category. This is due to the organizational
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culture (family organization) in PT Sinar Terang Madani which is already strong
among employees as seen from the good cooperation between members and between
departments. The sense of family that is highly maintained by employees and in
carrying out the work of managers in the company provides assistance and
explanations to employees which are useful for helping the smooth running of
employee work.

Table 3. Results of TCR analysis of employee work variables

Statem Answer Number of Sco  idea categor
ent Responde re TCR% g

Items STS TS KS S SS nts 1

X.1 8 22 0 0 0 30 50 gp 0341463 Very

41 good
X.2 10 20 0 0 O 30 50 80 62,5 Very
good
X.3 10 19 1 0 0 30 so g1 ©1,72839 Very
51 good
X.4 12 18 0 0 O 30 48 78  61,53846 Very
15 good
X.5 11 15 2 2 0 30 49 83 59.03614 Very
46 good
X.6 11 16 1 2 0 30 49 go 5975609 Very
76 good
X.7 10 20 0 0 O 30 50 80  62.5 Very
good

X.8 12 17 1 0 0 30 48 79 60,75949 1 love
37 you

X.9 12 17 1 0O O 30 48 79 60,75949 1 love
37 you

X.10 12 18 0 0O 0 30 48 78 61,53846 1 love
15 you
X.11 10 15 3 2 0 30 50 g5 0882352 Very
94 good
X.12 10 20 0 0 O 30 50 80 62,5 Very
good
X.13 10 19 1 0 0 30 so g1 0172839 Very
51 good
X.14 14 16 0 0 0 30 46 76  00-52631 Very
58 good
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X.15 11 14 2 2 1 30 49 g4 5833333 Very
33 good

61.02951
Average 7

Source: Primary Data processed, 2023

Based on Table 4.6, it can be explained that the TCR results of respondents' answers
to employee work productivity variables obtained 61.02 percent means included in
the very good category. Of the 15 statements, 15 statements are included in the very
good category. This is because employees always try to grow the level of accuracy,
use working time effectively and efficiently and also they already know every job
description given and employees are always committed to increasing work
productivity by acting productively.

Statistical Description

Table 4. Statistical description of variables

Descriptive Statistics

Std.
N Minimum Maximum Mean Deviatio
n
Workload (X1) 30 17.00 40.00 2?'06 5.23867
Organizational 73.03
S 30 60.00 84.00 7509 750854
g)"rk Productivity 5 57 g9 75.00 0340 5.46840

Valid N (listwise) 30

Source: spss statistics version 25 (2023)

Based on table 4 above, it shows that N or the number of valid data for each variable
is 30 from 30 samples. We can see that the workload (X1) has a minimum value of
17.00 and a maximum value of 40.00 with a mean score of 32.0667 with a standard
deviation of 5.23867.

organizational culture (X2) from sample 30 is known to have a minimum value of
60.00, a maximum value of 84.00, a mean value of 73.0333 and a standard deviation
value of 7.50854

Work productivity (Y) from sample 30 is known to have a minimum value of 57.00, a
maximum value of 75.00, a mean value of 64.4000 and a standard deviation value
of 5.46840.

Results of Validity and Reliability Tests (Data Validity Testing)
Validity Test
Table 5. Validity Test of Variable X ! Workload
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Statement Corrected Item Value

Items Total Correlation (r count) " table Criteria
1 0.635 0.367 Valid
2 0.755 0.367 Valid
3 0.904 0.367 Valid
4 0.535 0.367 Valid
S 0.905 0.367 Valid
6 0.865 0.367 Valid
7 0.536 0.367 Valid
8 0.656 0.367 Valid

Source: Processed primary data, 2023

Table 4.8 shows that the validity test on variable X1, namely Workload, all
statements are declared valid, because the calculated r vawe (Corrected item -Total
Correlation) > r wple of 0.367 and it is proven that the coefficient value is greater than
the critical value or table at a significant level of 5 percent. This means that all
instruments in the workload variable can be used to explain the workload of PT Sinar
Terang Madani.

Table 6. Validity Test of Variable X 2 Organizational Culture (family organization)

Statement Corrected Item Value

T table Criteria

Items Total Correlation (r count )

1 0.505 0.367 Valid
2 0.645 0.367 Valid
3 0.677 0.367 Valid
4 0.614 0.367 Valid
5 0.788 0.367 Valid
6 0.668 0.367 Valid
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7 0.847 0.367 Valid

8 0.746 0.367 Valid
9 0,800 0.367 Valid
10 0.685 0.367 Valid
11 0.701 0.367 Valid
12 0.701 0.367 Valid
13 0.780 0.367 Valid
14 0.699 0.367 Valid
15 0.766 0.367 Valid
16 0.610 0.367 Valid
17 0.407 0.367 Valid

Source: Data primer diolah, 2023

Table 4.9 shows that the validity test on variable X2, namely organizational culture,
(family organization) all statements are declared valid, because the caiculated r value
(Corrected item -Total Correlation) > 1 taple of 0.367 and it is proven that the coefficient
value is greater than the critical value or table at a significant level of 5 percent. This
means that all instruments in the organizational culture variable can be used to
explain the organizational culture (family organization) of PT Sinar Terang Madani.

Table 6. Validity Test of Work Productivity Variable Y

Statement Corrected Item Value

Items Total Correlation (rhitung) Fabel Kriteria
1 0,628 0,367 Valid
2 0,697 0,367 Valid
3 0,771 0,367 Valid
4 0,699 0,367 Valid
S 0,431 0,367 Valid
6 0,600 0,367 Valid
7 0,671 0,367 Valid
8 0,517 0,367 Valid
9 0,710 0,367 Valid
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10 0,699 0,367 Valid

11 0,469 0,367 Valid
12 0,697 0,367 Valid
13 0,771 0,367 Valid
14 0,614 0,367 Valid
15 0,436 0,367 Valid

Source: Processed primary data, 2023

Based on Table 6 shows that the validity test of the Y variable, namely employee work
productivity, shows that all statements are declared valid, because the caiculated r value (
Corrected item -Total Correlation) > 1 wble of 0.367, and it is proven that the coefficient
value is greater than the table value at a significant level of 5 percent. This means
that all instruments in the Y variable can be used to explain employee work
productivity at PT Sinar Terang Madani.

Reliability Test
Table 7. Results of Reliability Test of Variable X !

Reliability Statistics
Cronbach's Alpha N of Items
.873 8

Source: Processed primary data, 2023

The results of Table 7 reliability test were conducted on statement items that were
declared valid. The results of the reliability coefficient of the Workload variable
instrument obtained a result of 0.873 with a value of N of Item = 8 Statements which
means that the workload instrument is declared reliable or meets the requirements
because the Cronbach Alpha value is more than 0.6. Judging from the table of
reliability coefficient categories according to Sugiyono, it has very strong criteria, this
means that all statement items in the questionnaire are reliable, so they can be used
for research data collection.

Table 8. Results of Reliability Test of Variable X 2
Reliability Statistics
Cronbach's Alpha N of Items
.929 17

Source: Processed primary data, 2023

The results of Table 8 reliability tests were carried out on the statement items that
were declared valid. The results of the reliability coefficient of the Organizational
Culture variable instrument (family organization) the result was 0.929 with a value
of N of Item = 17. Statements which mean organizational culture instruments (family
organization) is declared reliable or meets the requirements because the Cronbach
Alpha value is more than 0.6. Judging from the reliability coefficient category table
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according to Sugiyono, it has very strong criteria, this means that all statement items
in the questionnaire are reliable, so they can be used for research data collection.

Table 10. Results of Reliability Test of Variable Y
Reliability Statistics
Cronbach's Alpha N of Items
.859 15

Source: Processed primary data, 2023

The results of Table 10 The reliability test of the Y variable instrument Employee
work productivity obtained a result of 0.859 with an N of Item value = 15, which
means that the employee work productivity instrument is declared reliable or meets
the requirements because the Cronbach Alpha value is more than 0.6. Judging from
the reliability coefficient category table according to Sugiyono, it has very strong
criteria.

The instruments of variable X1. variable X2 and variable Y are said to be reliable
because the Cronbach's Alpha value is more than 0.6, namely for variable X1 0-873
variable X2 0929 and variable Y 0.859 and when viewed in the reliability coefficient
table according to Sugiyono (2016) it is at a very strong relationship level, meaning
that the statement items in the questionnaire are consistent if used again.

Analysis Method

Table 11. Multiple regression analysis

Coefficients 2

Unstandardized Standardize
. d
Coefficients .
Coefficients .
t Sig.
B Std. Beta
Error
(Constant) 17,856 7,423 5'40 .023
3.25
1 Workload (X1) 418 .128 .400 7 .003
Organizational 5,06
Culture (X) 454 .090 .623 - .000

a. Dependent Variable: Work Productivity (Y)

Based on the results in Table 4.13, the results obtained show that the Constant value
(@) is 17. 856, while the workload value (regression coefficient) is 0.418 and the
organizational culture value is 0.418. (family organization), (regression coefficient) of
0.454. From these results, it can be entered into the following regression equation.

Y=aHD IX IHD2X 2. vt (4.1)
Y = 17.856 + 0.418 + 0.454x+e
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The results of the equation above with a constant value of 17,856 means that the
consistency value of the workload variable and the organizational culture variable is
17,856. The regression coefficient X1 is 0.418 or 41.8 percent and the regression
coefficient x2 is 0.454 or 45.4, indicating that every 1% increase in the value of the
workload and organizational culture. then it will increase by 0.418 (X1) 0.454 (X2)
and the regression coefficient is positive. And based on the significance value
obtained from Table 4.13 of 0.000 <0.05 so that it can be explained that the workload
variable (X1) and the organizational culture variable (organizational family) (X2) have
an effect on the employee work productivity variable (Y). This means that workload
and organizational culture (family organization) has a positive and significant
influence on employee work productivity. This shows that the workload of
organizational culture which is in PT Sinar Terang Madani, namely it has been
running well so that employees can work comfortably and enthusiastically so that
employee work productivity increases.

This is in line with the research conducted by Khuddami (2015), which states that
to maintain the commitment of organizational members, namely by implementing a
work-family culture that is passed down to each employee. This type of organizational
culture can have a positive effect on employees, by treating employees like family and
relatives, the employees will also give back to the company in terms of work
productivity, organizational commitment, and loyalty to the company. Similar to the
research conducted by Primadhania (2012), which states that there is an influence
of organizational culture on employee work productivity, the higher and stronger the
company culture, the higher the employee work productivity.

Partial Test (T-Test)
Table 12. T-Test Results

Coefficients 2

Unstandardized Standardize
. d
Coefficients Coefficients
Model t Sig.
B Std. Beta
Error
.02
(Constant) 17,856 | 7,423 2.405 3
.00
1 Workload (X1) 418 .128 .400 3.257 3
Organizational .00
Culture (X) .454 .090 .623 5,067 0

a. Dependent Variable: Work Productivity (Y)

Source: SPSS Data Processing Results Version 25 (2023)

Based on Table 4.13 with the calculated t value of the workload variable obtained at
3.257 and the calculated t value of the organizational culture variable obtained at
5.067. Furthermore, the degree of freedom can be seen with a significance level of
0.05 percent. The t table value can be calculated using the following formula.

t table =t/ 251 -K-1) e (4.2)
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=1 (0.05/ 2; 30-2-1
=1 0.025; 27
= 2,052
Description: a = 0.05
n = Number of Samples
k = number of independent variables

Based on these calculations, the t table is obtained Of: 2.052. The results of the regression
calculation of the workload variable on employee work productivity show a
significance value of 0.00 <0.05 and the value of the workload variable t count 3.257 >
2.052 and organizational culture t count 5.067> 2.052. Therefore, for both independent
variables t count > t tanle then H1 is accepted and HO is rejected, meaning that the
workload and organizational culture variables have a significant effect on employee
work productivity, meaning the hypothesis is accepted. This is because workload and
organizational culture are supporting factors for achieving high work productivity for
employees.

Workload Organizational culture (organizational family) is the soul of the company
that is a guideline for employees in working through their daily lives in the company
so that they become individuals who can realize good employee work productivity.
Every employee always upholds the values of responsibility and organizational
values, where employees can complete work on time without any pressure, and are
very enthusiastic about participating in activities organized by the company as a
form of loyalty, and feel very happy to be able to join PT Sinar Terang Madani. And
employees understand things related to work, such as provisions, systems and work
procedures.

Analysis of Determination Coefficient R2

Table 13. Results of the R2 Determination Coefficient Test
Model Summary

Change Statistics

R Adjuste Std. Error
Model R Squar d R of the R F .
e Square Estimate Square Chang df df  Sig. F
1 2 Change
Change e
77
1 9 a .595 .565 3.60514 .595 19,861 2 27 .000

a. Predictors: (Constant), Organizational Culture (X), Workload (X1)

Source: Primary Data processed 2023

R is the correlation coefficient which means the correlation coefficient value between
variables X1 and X2 to variable Y is 0.772 meaning the relationship between
workload and organizational culture (organizational family) with employee work
productivity is 77.2 percent. This means that the relationship between workload and
organizational culture (organizational family) with employee work productivity is at
a strong relationship level, as can be seen in the following correlation coefficient
interpretation table.

Table 14. Interpretation of Correlation Coefficient
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Coefficient Interval

Relationship Level

0.00 - 0.199 Very Weak
0.20 - 0.399 Weak

0.40 - 0.599 Currently
0.60 - 0.799 Strong
0.80 - 1,000 Very strong

Source: Sugiyono, 2013

Based on Table 5.13 of the SPSS output "Model Summary", it is known that the value
of the determination coefficient or R Square (R 2) is 0.595. The R square value of
0.595 comes from squaring the correlation coefficient value, namely.

KD =R 2x 100%
KD =0.772 x 0.772 x 100%
KD = 0.595

Meaning of the influence of organizational culture variables (family organization) to
variable Y is employee work productivity of 0.595 or 59.5 percent. From the results
of 59.5 percent, there are other factors of 40.5 percent that can affect employee work
productivity besides organizational culture, namely motivation, communication, and
work environment.

Discussion

Basically, this study tries to determine the influence that occurs between the
influence of workload and organizational culture on employee work productivity at
PT. sinar terang madani, Makassar city based on the results of the analysis that has
been carried out from the data obtained during the study, then each relationship
that occurs between the independent variable and the dependent variable can be
described as follows:

The influence of workload and organizational culture on work productivity

From the results of the analysis that has been done previously, statistically obtained
results that the variables of workload and organizational culture have a positive and
significant effect on employee work productivity at PT. sinar terang madani,
Makassar city.

This is proven through the results of statistical tests which show that the regression
coefficient of the variable is positive, obtained by ttable of: 2.052. The results of the
regression calculation of the workload variable on employee work productivity show
a significance value of 0.00 <0.05, the value of the workload variable tcount 3.257 >
2.052 and organizational culture tcount 5.067> 2.052.

The influence of strong workload and organizational culture can increase work
productivity. Because the success of work productivity will also be influenced by
management in a company. The workload and organizational culture in PT. Sinar
Terang Madani is how each employee is able to do the work given according to the
company's standard operating procedures (SOP) and maintain harmonious
relationships with superiors, coworkers, and subordinates like family but still based
on work professionalism, and still comply with applicable rules and administrative
systems.
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CONCLUSION

This study aims to determine the effect of workload and organizational culture on
employee work productivity at PT. Sinar Terang Madani, Makassar City. From the
data obtained from the distribution of questionnaires, testing was carried out using
SPSS version 25. From the processing of the data, we can obtain data that supports
the results of the study. Based on the data analysis that has been carried out and
the discussion that has been described, the following conclusions can be drawn: 1)
There is an influence of workload (x1) and organizational culture (x2) on employee
work productivity at PT. Sinar Terang Madani, Makassar City; 2) There is a
simultaneous relationship between workload (x1) and organizational culture (x2) on
employee work productivity at PT. Sinar Terang Madani, Makassar City.

In conclusion, it can be concluded that good workload and organizational culture
play an important role so that the workload borne by each human resource owned
by the company can be carried out effectively and efficiently, so that the company is
able to achieve its goals.

This study aims to analyze the relationship between workload (X1), organizational
culture (X2) and work productivity (Y) using descriptive statistics. The number of
valid data for each variable is 30. Workload (X1) has a minimum value of 17 and a
maximum value of 40.

And the amount of organizational culture data (X2) from a sample of 30 is known to
have a minimum value of 60 and a maximum value of 84. Data reliability is assessed
using the Cronbach's Alpha test, which is a measure of reliability for all variables.
Data reliability is assessed using the Cronbach's Alpha test, which is a measure of
data reliability.

Reliability and hypothesis analysis were conducted using multiple linear methods,
namely the linear relationship between independent variables (X) and dependent
variables (Y). The results of the study showed that the relationship between
independent variables was significant with a probability of 0.05. The results of the
study showed that the relationship between workload (X1) and organizational culture
(X2) and work productivity (Y) was positive, with a significant relationship between
the three variable.

REFERENCES

Atmaja, D. S., Fachrurazi, F., Abdullah, A., Fauziah, F., Zaroni, A. N., & Yusuf, M.
(2022). Actualization of performance management models for the
development of human resources quality, economic potential, and financial
governance policy in Indonesia Ministry of Education.

Cherian, J., Gaikar, V., Paul, R., & Pech, R. (2021). Corporate culture and its impact
on employees’ attitude, performance, productivity, and behavior: An
investigative analysis from selected organizations of the United Arab
Emirates (UAE). Journal of Open Innovation: Technology, Market, and
Complexity, 7(1), 45. https://doi.org/10.3390/joitmc7010045

Dewi, M. H. U. (2013). Pengembangan desa wisata berbasis partisipasi masyarakat
lokal di Desa Wisata Jatiluwih Tabanan, Bali. Jurnal Kawistara, 3(2).
https://doi.org/10.22146/kawistara.3976

Gupta, M. J., Chaturvedi, S., Prasad, R., & Ananthi, N. (2022). Principles and practice
of management. AG publishing house (AGPH Books).

Jerab, D., & Mabrouk, T. (2023). The role of leadership in changing organizational
culture. Available at SSRN 4574324.
http://dx.doi.org/10.2139/ssrn.4574324

65

Copyright © 2025 by Author, Published by Maroon Journal De Management. This is an open access
article under the CC BY-SA License (https://creativecommons.org/licenses/by-sa/4.0).


https://doi.org/10.3390/joitmc7010045
https://doi.org/10.22146/kawistara.3976
http://dx.doi.org/10.2139/ssrn.4574324

Jumady, E., & Lilla, L. (2021). Antecedent and consequence the human resources
management factors on civil servant performance. Golden Ratio of Human
Resource Management, 1(2), 104-116.
http://dx.doi.org/10.52970/grhrm.v1i2.101

Mar’ih, S. K. (2017). Workload analysis, achieve hope success. Jakarta.

Neuberger, 1., Kroezen, J., & Tracey, P. (2023). Balancing “protective disguise” with
“harmonious advocacy”: Social venture legitimation in authoritarian
contexts. Academy of Management Journal, 66(1), 67-101.
https://doi.org/10.5465/amj.2020.0517

Neuberger, 1., Kroezen, J., & Tracey, P. (2023). Balancing “protective disguise” with
“harmonious advocacy”: Social venture legitimation in authoritarian
contexts. Academy of Management Journal, 66(1), 67-101.
https://doi.org/10.5465/amj.2020.0517

Primadhania, V. (2012). The influence of organizational culture on employee work
productivity at PT. Otsuka Indonesia (Unpublished thesis). University of
Indonesia, Depok.

Qatawneh, A. M. (2023). The role of organizational culture in supporting better
accounting information systems outcomes. Cogent Economics &
Finance, 11(1), 2164669.
http://dx.doi.org/10.1080/23322039.2022.2164669

Rahmatullah, A., Ramdansyah, A. D., Kambara, R., & Haryadi, D. (2022). Improving
organizational performance with organizational culture and transformational
leadership through intervening organizational commitment
variables. Dinasti International Journal of Digital Business Management, 3(2),
180-194. http://dx.doi.org/10.31933/dijdbm.v3i2.1118

Sugiyono. (2013). Metode penelitian kuantitatif, kualitatif, dan R&D. Alfabeta.

Sugiyono. (2016). Primary and  secondary data. Retrieved from
https://raharja.ac.id/2020/11/08 /data-sekunder/ (Accessed January 20,
2020).

Sunandar, A. (2012). The relationship between organizational structure and culture.
Journal of Educational Management, 23(5).
http://dx.doi.org/10.5539/mas.v13n4p137

Widarko, A., & Anwarodin, M. K. (2022). Work motivation and organizational culture
on work performance: Organizational -citizenship behavior (OCB) as
mediating variable. Golden Ratio of Human Resource Management, 2(2), 123-
138. https://doi.org/10.52970/grhrm.v2i2.207

Widarko, A., & Anwarodin, M. K. (2022). Work motivation and organizational culture
on work performance: Organizational -citizenship behavior (OCB) as
mediating variable. Golden Ratio of Human Resource Management, 2(2), 123-
138. https://doi.org/10.52970/grhrm.v2i2.207

Wirya, I. M. S. (2023). Analysis of the Implementation of Standard Operating
Procedures (SOP) in the Housekeeping and Front Office Department of Frii
Bali Echo Beach Hotel Canggu. Jurnal Manajemen Pelayanan Hotel, 7(1),
192-223. http://dx.doi.org/10.37484/jmph.070110

Yumaida, D. (2010). The influence of organizational culture and motivation on
employee work productivity at Bank BNI Syariah Cirebon Branch
(Unpublished thesis). State Islamic Institute (IAIN).

66

Copyright © 2025 by Author, Published by Maroon Journal De Management. This is an open access
article under the CC BY-SA License (https://creativecommons.org/licenses/by-sa/4.0).


http://dx.doi.org/10.52970/grhrm.v1i2.101
https://doi.org/10.5465/amj.2020.0517
https://doi.org/10.5465/amj.2020.0517
http://dx.doi.org/10.1080/23322039.2022.2164669
http://dx.doi.org/10.31933/dijdbm.v3i2.1118
https://raharja.ac.id/2020/11/08/data-sekunder/
http://dx.doi.org/10.5539/mas.v13n4p137
https://doi.org/10.52970/grhrm.v2i2.207
https://doi.org/10.52970/grhrm.v2i2.207
http://dx.doi.org/10.37484/jmph.070110

