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Abstract - Companies and organizations are currently facing challenges to improve employee performance in an
increasingly competitive business environment. One of the factors that can affect employee performance is
organizational commitment, which is influenced by organizational culture, communication, work environment,
and employee motivation. This study aims to analyze the effect of organizational culture, communication, work
environment, and motivation on employee performance at the Aceh Besar District Attorney's Office. The
research method used is a quantitative approach with Covarient-Based Structural Equation Modeling (CB-SEM)
analysis with aplication AMOS 21 Version. The research sample consisted of 68 employees of the Aceh Besar
District Attorney's Office selected by proportional random sampling method. Data were collected through
questionnaires measuring variables of organizational culture, communication, work environment, motivation,
organizational commitment, and employee performance. The results showed that organizational culture and
employee motivation have an indirect effect on performance through organizational commitment. Meanwhile,
organizational communication and work environment did not show a significant influence on employee
performance. Organizational commitment is proven to have a positive and significant influence on employee
performance. In conclusion, to improve employee performance, the Aceh Besar District Attorney's Office needs
to strengthen a positive organizational culture, increase employee motivation, and build stronger organizational
commitment. Thus, the organization can achieve its goals more effectively and efficiently.
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1. Introduction

Companies and organizations today face increasingly complex challenges in a highly competitive
business environment. To survive and develop, organizations are required to have employees who are
productive, innovative, and have a high commitment to organizational goals. Optimal employee performance is
one of the main factors that determine organizational success (Balisa, 2024). Therefore, it is important for every
organization to understand and manage the factors that can increase employees' commitment to the organization,
which in turn will affect their performance.

Organizational commitment is a condition in which an employee feels bound, loyal, and committed to the
values, goals, and mission of the organization where they work. Employees who have high commitment tend to
be more enthusiastic in carrying out their duties, have a high sense of responsibility, and are ready to face
challenges in order to achieve organizational goals. Conversely, employees who lack commitment to the
organization can negatively affect their productivity and performance. (Noviardy, 2020)

Organizational culture, communication, the workplace, and motivation are a few elements that may have
an impact on employees' organizational commitment. The norms, beliefs, and behaviors that emerge within an
organization are referred to as organizational culture, and they have the power to influence how workers behave
and collaborate. Strong organizational cultures foster a strong sense of belonging and community, which is
crucial for fostering employee commitment. Employee commitment is also significantly influenced by effective
communication within the company (Rivaldo, 2021). Relationships within the company may be strengthened,
mutual trust can be increased, and miscommunication can be decreased with clear, honest, and two-way
communication between management and staff. Workers are more likely to dedicate themselves to the objectives
of the company if they feel appreciated and heard.
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This research was conducted at the Aceh Besar District Attorney's Office. As a government institution,
the Aceh Besar State Attorney's Office is expected to have a strong organizational culture, effective
communication, a supportive work environment, and a good motivation system to improve employee
performance. Therefore, the Aceh Besar District Attorney's Office is a relevant location to explore the influence
of organizational culture, communication, work environment, and motivation on organizational commitment in
improving employee performance.
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: Organizational Culture

Source: Based on previous research developed by the author, 2025
Figurel. Framework

2. Research Methods

This research method refers to Cahyoseputro et al. (2021). This study uses a quantitative approach with
the aim of confirming concepts and theories through numerical data analyzed using statistical analysis. The
population of this study were all employees at the Aceh Besar District Attorney's Office, totaling 108 people.
The research sample was taken as many as 68 employees using the proportional random sampling method.

The purpose of this study is to examine how employee performance at the Aceh Besar District Attorney's
Office is impacted by communication, organizational culture, work environment, motivation, and organizational
commitment. In order to accomplish these goals, a questionnaire with structured statements on the many parts of
the study—such as organizational communication, organizational culture, work environment, motivation, and
organizational commitment—was used to collect data. In order to examine respondents' answers more
impartially, this questionnaire includes both positive and negative statements. 68 employees of the Aceh Besar
District Attorney's Office participated in this survey as respondents.

The Likert scale, which has a value range of 1 to 7, is the measurement tool used in the questionnaire. A
score of 7 denotes strong agreement, a score of 4 denotes neutrality, and a score of 1 denotes extreme
disagreement. In addition to obtaining interval data that characterizes the degree of agreement on the features
examined, this Likert scale is used to gauge how much respondents agree or disagree with the statements
provided. In order to assess the respondent's attitude, opinion, or impression of the study object, the collected
data can be further examined.

Assessment of employee performance is carried out by the direct supervisor of each employee, which
differs based on position and level. Staff are assessed by Kasie/Eselon IV, while KSK/Functional employees are
assessed by the Head of the Aceh Besar Provincial/District/City Public Prosecutor's Office or Echelon III
Official. This assessment aims to obtain an objective perspective on employee performance based on the
assessment of superiors who know their daily performance. Secondary data on employees was also obtained
from the staffing section of the Aceh Besar District Attorney's Office.

In analyzing the data, this research uses the Structural Equation Modeling (SEM) method. SEM was
chosen because of its ability to test complex relationships between existing variables, as well as measure the
relationship between existing constructs in the study. Covariance matrix input is used in this analysis, because
the covariance matrix allows more valid comparisons between different populations or samples, providing
flexibility in processing data from samples that have different characteristics. In addition, the maximum
likelihood estimation method is applied to obtain more efficient and precise parameter estimates.

Before conducting SEM analysis, several pre-analysis tests were conducted. First, a normality test was
conducted to check the distribution of data, both univariate and multivariate, because normality test is an
important prerequisite for applying SEM analysis. Next, outlier data that may interfere with the analysis process
and produce invalid results were checked.

After the data is declared normal and free from outliers, construct validity and reliability testing are
carried out, as well as confirmatory factor analysis (CFA) to ensure whether the constructs built in this study are
in accordance with the existing theory and the data obtained. Goodness of Fit (GOF) or model fit is also tested
through CFA to ensure that the proposed model is able to explain the relationship between variables well. The
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GOF measures obtained will indicate the extent to which the model is acceptable and considered good in
describing the relationship between variables.

All data processing is done using AMOS 21 software, which is software that is often used in SEM
analysis to process covariance matrix data and test relationships between constructs. With these steps, it is
expected that valid analysis results can be obtained and can provide deeper insight into the influence of
communication, organizational culture, work environment, motivation, and organizational commitment on
employee performance at the Aceh Besar District Attorney's Office.

3. Result and Discussion
Respondents in this study have diverse characteristics based on age, gender, marital status, latest

education, average monthly income, and length of service, as shown in Table 1.

Table 1. Respondent Characteristics

Descriptions Categories Frequency Percentage
Sex Male 45 60,0%
Female 30 40,0%
Age Groups 20-29 24 32,0%
30-39 28 37,3%
40-49 12 16,0%
50-59 11 14,7%
Experience Work 00-09 41 54,7%
10-19 15 20,0%
20-29 9 12,0%
30-39 9 12,0%
Education High School (SMA) 16 21,3%
Diploma (D3) 6 8,0%
Diploma (D4)/ 48 64,0%
Bachelor (S1)
Master (S2) 5 6,7%
Position Class KSK/Fungsional 29 38,7%
Staf/Non Eselon 25 33,3%
Kasie/Eselon IV 24 32,0%

This study involved 68 employees at the Aceh Besar District Attorney's Office as respondents, with
distribution based on various demographic characteristics. Based on gender, the majority of respondents were
male, reaching 60.0%, while women accounted for 40.0%. In terms of age group, most respondents were in the
age range of 30-39 years, with a percentage of 37.3%. The 20-29 years age group accounted for 32.0%, while the
40-49 years and 50-59 years age groups accounted for 16.0% and 14.7% of the total respondents respectively.

In terms of tenure, respondents with tenure between 0-9 years dominated, reaching 54.7%, followed by
respondents who had tenure between 10-19 years (20.0%) and 20-29 years and 30-39 years each at 12.0%. This
shows that most employees at the Aceh Besar District Attorney's Office are relatively new to their jobs. For
education completed, the majority of respondents had completed Diploma 4 / S1 education, with a percentage
reaching 64.0%. A small number of respondents had completed senior high school (21.3%), diploma 3 (8.0%)
and master's degree (6.7%). Finally, in terms of job class, the majority of respondents work in the
KSK/Functional position, which accounts for 38.7% of the total respondents. Meanwhile, Staff/Non Echelon
accounted for 33.3%, and Kasie/Echelon IV accounted for 32.0%. Overall, the distribution of respondents in this
study reflects a variety of demographic characteristics, which allows for a more in-depth analysis of the
influence of organizational culture, communication, work environment, and motivation on organizational
commitment and employee performance at the Aceh Besar District Attorney's Office.

Based on the results of the instrument validity test carried out on indicators that measure various
constructs in this study, it can be concluded that most indicators show good validity. The validity test is carried
out by measuring the loading factor of each indicator, which reflects the extent to which the indicator is able to
measure the intended construct in the study.

In general, the indicators in the constructs of Organizational Communication, Organizational
Commitment, Organizational Culture, Motivation, Work Environment, and Performance have loading factors of
more than 0.5, indicating that the indicators are valid. The construct of "Organizational Communication" consists
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of three indicators, namely Macro Communication (KOM1), Micro Communication (KOM?2), and Individual
Communication (KOM3), with loading factors of 0.718, 0.786, and 0.706, respectively. All of these indicators
are valid, because the loading factor value is greater than 0.5.

In the construct of "Organizational Commitment", the three indicators used—Affective Commitment
(KMIT1), Continuation Commitment (KMIT2), and Normative Commitment (KMIT3)—have higher loading
factors, namely 0.765, 0.727, and 0.793. All of these indicators are also valid and can be used to measure
organizational commitment. The construct of "Organizational Culture" shows very good loading factor values
for the three indicators studied, namely Professional (BUD1), Integrity (BUD2), and Trustworthiness (BUD3),
with values of 0.812, 0.873, and 0.794, respectively. All of these indicators are valid and can be trusted to
measure organizational culture. The construct "Motivation" has four indicators, three of which have high
loading factor values, namely External Needs (MOT1) of 0.782, Internal Needs (MOT2) of 0.785, and
Affiliation Needs (MOT3) of 0.933, which indicate very good validity. One indicator, namely Feedback
(MOT#4), has a loading factor of 0.657, which is still valid although slightly lower.

In the "Work Environment" construct, the majority of indicators show good validity, with a loading factor
of more than 0.5. However, the Cooperation indicator (LING1) has a lower loading factor, which is 0.502, so
this indicator is considered invalid and not suitable for use in further research. Finally, in the "Performance"
construct, all indicators, including Discipline (KER1), Responsibility (KER2), Honesty (KER3), Cooperation
(KER4), Loyalty (KERS), Initiative (KER6), Skill (KER7), Quantity (KERS), and Quality (KER9), have valid
loading factors, each ranging from 0.661 to 0.806.

In Table 2, overall, the results of the instrument validity test indicate that most of the indicators used in
this study are valid, with the exception of the Cooperation indicator (LING1) which is not valid. These valid
indicators indicate that the instrument used can be relied on to measure the constructs intended in this study.

Table 2. Instrument Validity Test

Construct Categories Code Frequency Percentage
Organizational Macro Communication ~ KOMI1 0.718 Valid
Communication Micro Communication

Individual KOM2 0.786 Valid
Communication
KOM3 0.706 Valid
Organizational Commitment Affective Commitment
Continuous KMIT1 0.765 Valid
Commitment
Normative KMIT2 0.727 Valid
Commitment
KMIT3 0.793 Valid
Organizational culture Professional
Integrity BUDI 0.812 Valid
Trust BUD2 0.873 Valid
BUD3 0.794 Valid
Motivation External Needs
Internal Needs MOTI 0.782 Valid
Affiliate Needs MOT2 0.785 Valid
Feedback MOT3 0.933 Valid
MOT4 0.657 Valid
Work environment Cooperation
Coordination LING1 0.502 Invalid
Division of tasks LING?2 0.810 Valid
Employee Relations LING3 0.659 Valid
Work Facilities LING4 0.799 Valid
Work Passion LINGS5 0.602 Valid
Spatial LING6 0.648 Valid
Lighting LING7 0.711 Valid
LINGS8 0.619 Valid
Performance Discipline
Responsibility KER1 0.718 Valid
Honest KER2 0.706 Valid
Cooperation KER3 0.682 Valid




Widya Cipta: Jurnal Sekretari dan Manajemen Volume 10 No. 1 March 2026
ISSN (Online) 2550-0791 | ISSN (Print) 2550-0805

Construct Categories Code Frequency Percentage
Faithfulness KER4 0.687 Valid
Initiative KERS 0.712 Valid
Skills KER6 0.661 Valid
Quantity KER7 0.806 Valid
Quality KERS 0.719 Valid
KER9 0.708 Valid

The following is a table that summarizes the results of the reliability and variance extracted calculations
for each construct in this study, with a total of 68 respondents:

Table 3. Instrument Validity Test

Construct Reliability Variance Extraction Information
Motivation 0.813 0.632 Reliable
Organizational culture 0.816 0.684 Reliable
Organizational Communication 0.661 0.544 Reliable
Work environment 0.726 0.486 Reliable
Organizational Commitment 0.707 0.581 Reliable
Performance 0.825 0.507 Reliable

From Table 3, Reliability: This value indicates the internal consistency of the construct being measured.
The higher the reliability value (closer to 1), the more reliable the instrument is in measuring the construct. All
constructs in this table have reliability values greater than 0.6, which means the instrument can be considered
reliable for each construct.

Variance Extracted (VE): This value shows how much variance can be explained by the construct against
the measured variable. A Variance Extracted value greater than 0.5 indicates that the construct can explain more
than 50% of the variance in the measured indicator, which means that the construct has good convergence. All
constructs have a Variance Extracted greater than 0.5, indicating that the constructs can explain most of the
variance in the data. Thus, based on reliability and variance extracted, all constructs tested in this study can be
considered reliable and valid for use in further analysis.

The estimation technique used is the maximum likelihood estimation method because the number of
samples used is 68. This technique is carried out in stages, namely at the measurement model stage and the
structural model as a whole with the confirmatory factor analysis technique to see the suitability or compatibility
of the model developed in this study.

In this study, the author did not make modifications or revisions to the model but will make gradual
adjustments to obtain the best model. Confirmatory factor analysis is a method that reflects a measurement
model where the observed indicators or variables define constructs or latent variables. Therefore, the influence of
a variable on another variable can be proven by statistical tests and other test tools on the suitability of a
measurement model.

To make it easier to understand confirmatory factor analysis, the discussion is carried out separately for
each exogenous and endogenous construct. The processing results show that all indicators in the construct and
inter-construct variables show good results, namely the CR value above 1.96 with a probability of less than 0.05.
All indicator loading factors are worth more than 0.6 or less than 0.95 (significance limit a = 0.05) so it is
concluded that the indicator is indeed part of the existing construct variable. At the measurement model stage,
the chi-square value and other test tools indicate that the model is feasible to be continued at the structural model
stage after the same adjustments are made to several performance variable indicators.

The convergent validity and discriminant validity tests at the confirmatory factor analysis stage show that
all indicators or formers of each latent variable show good results, namely CR values above 1.96 with a
probability of less than 0.05. In addition, all indicator loading factors are worth more than 0.6 or less than 0.95
(significance limit a = 0.05) which indicates a close and significant relationship to the latent variable. The chi-
square value is small and the probability is more than 0.05 so it can be concluded that the model is proven valid.
Testing on other model test tools also supports that the measurement model is good or feasible to be continued at
the structural model stage.

The results of processing at this stage, the chi-square value is high and the p-value is <0.05 so it is not
statistically significant so it is necessary to re-adjust several indicators that have low or too high loading factors.
The best decision is to drop the LINGS, LING6, LING7 and LINGS indicators gradually so that they obtain the
significance requirements. Previously, the LING1 indicator had been dropped from the model.

The convergent validity and discriminant validity tests at the confirmatory factor analysis stage show that
all indicators or formers of each latent variable show good results, namely CR values above 1.96 with a
probability of less than 0.05. In addition, all indicator loading factors are worth more than 0.6 or less than 0.95
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(significance limit a = 0.05) so that it shows that all indicators can explain the existence of the construct well.
The validity of the measurement model is indicated by the chi-square value of the results <chi-square table or
probability> 0.05 so that it is concluded that the model is considered unfit even though other test tools accept the
model. The next step at this stage is to drop the direction of the Organizational Communication variable path to
the Performance variable.

Confirmatory factor analysis on the measurement model shows that all indicators or formers of each
latent variable show good results, namely CR values above 1.96 with a probability of less than 0.05. In addition,
all indicator loading factors are worth more than 0.6 or less than 0.95 (significance limit o = 0.05) which
indicates a close relationship to the latent variable. The validity test of the measurement model can be shown
from the chi-square value of the results or probability of less than 0.05 and other test tools provide support that
the measurement model is declared suitable (fit) and can be entered into the structural model stage.

The convergent validity and discriminant validity tests at the confirmatory factor analysis stage show that
all indicators or formers of each latent variable show good results, namely CR values above 1.96 with a
probability of less than 0.05. In addition, all indicator loading factors are worth more than 0.6 or less than 0.95
(significance limit a = 0.05) so that it shows that all indicators can explain the existence of the construct well.
The chi-square value of the results> chi-square table or probability <0.05 which indicates insignificant results.
Because significance is the main requirement in the measurement model, the step taken is to drop the
Organizational Communication variable. The same step is also taken in the confirmatory factor analysis in the
measurement model of the Performance construct variable and the Organizational Communication construct.

Confirmatory factor analysis of the measurement model shows that all indicator loading factors are quite
high, indicating a close relationship to the latent variables, as well as a positive CR value above 1.96 with a
probability of less than 0.05. The validity test of the measurement model can be seen in the chi-square value of
the results < chi-square table or probability> 0.05, reinforced by other model testing tools that provide support
that the measurement model is declared feasible (fit) and can be included in the structural model stage.

Confirmatory factor analysis of this model shows that all indicators or formers of each latent variable
show good results, namely CR values above 1.96 with a probability of less than 0.05. In addition, all indicator
loading factors are worth more than 0.6 or less than 0.95 (significance limit o = 0.05) which indicates a close
relationship to the latent variable. Validity tests on the measurement model can be seen in the chi-square value
and probability> 0.05 especially in small samples and few indicators. Other test tools provide support that the
measurement model is declared fit and can proceed to the structural model sta

The next stage of analysis is to conduct an overall structural model fit test on all manifest variables.
Analysis of data processing results at the full model SEM stage is carried out by conducting a model suitability
test (good fit) through several test tool criteria with the aim of strengthening, supporting or even rejecting the
theory.

Figure 2. First stz;ge full model confirmatory factor analysis

As explained in the previous stage, there are 5 variables that are worthy to be continued to the full model
confirmatory factor analysis stage. At the measurement model testing stage, the organizational communication
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construct turned out not to have a model fit with the performance and organizational commitment constructs so
that the decision made was to drop the organizational communication construct from the structural model. Based
on the results of the overall confirmatory factor analysis test on the manifest variables (except the latent variable
of organizational communication), the results were obtained as in Figure 2.

Table 4. Results of Model Feasibility Testing in Full Model Confirmatory Factor Analysis, First Stage.

Goodness of Fit Indeks Cut off Value Results Evaluasi Model
Chi-Square/ <174,10 344,31 Approximating the Chi-Square table
Probability >0,05 0,00 getting better or not significant
RMSEA <0,08 0,10 Bad

GFI >0,90 0,80 Marginal Fit

AGFI >0,90 0,73 Bad

CMIN/ DF <2,00 2,38 Acceptable Fit

TLI >0,90 0,83 Marginal Fit

CFI >0,90 0,86 Marginal Fit

The test results in Table 4 show that the structural model meets the criteria of being less good. To obtain a
better structural model (good fit), the next stage of analysis is to test the structural parameter estimates, namely
testing the relationship between constructs or independent variables in the structural model. The AMOS 21
output shows that all indicator loading factors do not experience significant changes and have high enough
values to be considered capable of explaining the existing constructs. The relationship between constructs has
changed after the measurement model is entered into the structural model from a positive to a negative direction,
such as the work environment variable.

Adjustments were made again to obtain the best structural model. The best alternative is to eliminate the
latent variable of the work environment from the model because the relationship between constructs has a
negative CR value or it is concluded that the work environment variable does not have a positive and/or
insignificant influence on the organizational commitment variable or the performance variable.

Based on the results of the analysis conducted, the main findings in this study are that most of the
indicators in the tested constructs show good validity and reliability. The results of the validity test show that the
indicators of constructs such as Organizational Communication, Organizational Commitment, Organizational
Culture, Motivation, Work Environment, and Performance are mostly valid, except for the Cooperation indicator
in the Work Environment construct which is not valid. In the reliability test, all constructs have a reliability value
greater than 0.6, which indicates adequate internal consistency.

In the confirmatory factor analysis, several constructs such as Organizational Communication, Work
Environment, and Performance showed poor model fit at the initial stage, with several indicators that had to be
removed to achieve better model fit. In particular, the Organizational Communication construct did not show a
good fit to Performance and Organizational Commitment, so it was removed from the structural model.
Likewise, the Work Environment construct had to be adjusted after several indicators were removed, and the
results showed that this variable did not have a significant effect on Performance or Organizational
Commitment.

The SEM results show that after adjustments to the structural model, the relationships between constructs
change, with the Work Environment variable finally being removed from the model because it shows a negative
and insignificant relationship to the performance and organizational commitment variables. Overall, this study
has succeeded in identifying valid and reliable constructs to analyze the factors that influence employee
performance, but also highlights the importance of adjusting the model to obtain better results.

4. Conclusion

Based on the results of the analysis, it can be concluded that organizational culture does not have a
significant direct effect on employee performance at the Aceh Besar District Attorney's Office. However,
organizational culture has an indirect positive effect on performance through organizational commitment.
Likewise, employee motivation, although it has no direct effect on performance, still has a positive impact
through increased organizational commitment. Meanwhile, the work environment showed no significant effect,
either directly or indirectly, on employee performance.

Organizational commitment is proven to have a positive and significant influence on employee
performance, which means that the higher the employee's commitment to the organization, the better the
resulting performance. Therefore, it is important for the leadership of the Aceh Besar District Attorney's Office
to strengthen a positive work culture, increase employee motivation, and build strong organizational
commitment so that employee performance can improve. With these steps, the Aceh Besar District Attorney's
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Office can achieve organizational goals more effectively and efficiently.
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