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Abstract: The purpose of this study is to analyze the influence of organizational culture, job 
satisfaction, and organizational commitment on employee performance. The object of research in this 
study is PT. Ruang Raya Indonesia Jakarta. Data are collected through self administered 
questionnaire completed by respondents. The findings of this study prove and give conclusions as 
following: (1) organizational culture has positive and significant effect on job satisfaction, (2) 
organizational culture has positive and significant effect on organizational commitment, (3) job 
satisfaction has positive and significant effect on organizational commitment, (4) organizational 
commitment has positive and significant effect on employee performance, (5) organizational culture 
has positive and significant effect on employee performance, and (6) job satisfaction has positive and 
significant effect on employee performance.  
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INTRODUCTION 

 
PT Ruang Raya Indonesia (Ruangguru) is the largest technology company in Indonesia 

that focuses on education-based services. Ruanguru has more than 22,000,000 users and 
manages 300,000 teachers who offer services in more than 100 subject areas. 

Ruangguru develops various technology-based learning services, including virtual 
classroom services, online exam platforms, subscription learning videos, private tutoring 
marketplaces, and other educational content that can be accessed via the Ruangguru web 
and application. 

Ruangguru has also received a number of awards at home and abroad, including the 
Solver of MIT, Atlassian Prize, UNICEF Innovation to Watch, Google Launchpad 
Accelerator, and the ITU Global Industry Award. 

The company was founded in 2014 by Belva Devara and Iman Usman, both of whom 
made it into the ranks of successful entrepreneurs under the age of 30 through the Forbes 
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30 under 30 for the consumer technology sector in Asia. In 2019, they received an award as 
an Emerging Entrepreneur from Ernst & Young. 

Ruangguru has a mission to provide and expand access to quality education through 
technology for all students, anytime and anywhere. In order to realize its mission, Ruangguru 
develops to become more innovative. Therefore, Ruangguru needs to be supported by 
employees who have their respective skills, abilities, and capacities. Where in this case it is 
necessary to have job satisfaction and organizational commitment for each individual 
employee which is formed through the organizational culture within Ruangguru so that it can 
create optimal performance. Job satisfaction behavior and organizational commitment will 
not be created if Ruanguru does not provide direction to employees, both employees who 
have worked for a long time and employees who have just joined. This can be done through 
the process of introducing organizational culture to employees so that they can work in 
accordance with the values and goals of the organization. This is intended because 
Ruangguru wants to develop its business in the field of education well and provide quality 
assurance for each product. 

To be able to see further the influence of organizational culture, job satisfaction, 
organizational commitment on employee performance, the questions in this study are: 1. 
Does organizational culture affect job satisfaction at PT Ruang Raya Indonesia 
(Ruangguru)? 2. Does organizational culture affect organizational commitment at PT Ruang 
Raya Indonesia (Ruangguru)? 3. Does job satisfaction affect organizational commitment at 
PT Ruang Raya Indonesia (Ruangguru)? 4. Does organizational commitment affect 
employee performance at PT Ruang Raya Indonesia (Ruangguru)? 5. Does organizational 
culture affect employee performance at PT Ruang Raya Indonesia (Ruangguru)? 6. Does 
job satisfaction affect employee performance at PT Ruang Raya Indonesia (Ruangguru)? 
 
 
LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
 
Employee performance 

Performance is the result of work in quality and quantity achieved by a person in 
carrying out the tasks assigned to him in accordance with predetermined standards or 
criteria. Performance shows the level of success of employees in carrying out their duties 
and responsibilities. The higher the employee's performance, the productivity of the 
organization as a whole will increase. An employee will have a high level of performance if 
there is a match between his work and his abilities. If this can be fulfilled, there will be a 
sense of responsibility for their work and a willingness to participate in achieving 
organizational goals through the implementation of tasks to the fullest. Therefore, 
organizations need to pay attention to the management of human resources (employees) to 
produce high performance in order to improve overall organizational performance. There are 
three factors that affect the performance of individual employees, namely: (1) the individual's 
ability to carry out the work; (2) the level of effort made; and (3) organizational support 
(Mathis and Jackson, 2006). Employee performance can be improved if these three factors 
are present in the employee, and employee performance will decrease or decrease if one of 
these factors is not present. 

 
Organizational Culture 

Organizational Culture Robbins and Judge (2008) define organizational culture as a 
system of shared meanings held by members that distinguishes the organization from other 
organizations. According to Robbins and Judge (2008) organizational culture represents a 
common perception of organizational members. Therefore, it is hoped that individuals who 
have different backgrounds or are at different levels in the organization can understand 
organizational culture in a similar way. Hofstede (1986, in Koesmono, 2005) states that 
culture is a variety of interactions of habitual characteristics that affect groups of people in 
their environment. In order for organizational culture to function optimally, organizational 
culture must be created, maintained, and strengthened and introduced to employees through 
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the socialization process (Nurtjahjani and Masreviastuti, 2007). Through this socialization, 
employees are introduced to the goals, strategies, values, and standards of organizational 
behavior as well as information related to work. 

 
Performance 

Job satisfaction is an employee's positive attitude towards his work, which arises based 
on an assessment of the work situation (Robbins and Judge, 2008; Umam, 2010). A 
pleasant work situation can be formed if the nature and type of work to be done is in 
accordance with the needs and values of the employees. Thus, satisfied employees prefer 
their work situations than dissatisfied employees, who do not like their work situations. Job 
satisfaction felt by employees is influenced by two factors, namely intrinsic factors and 
extrinsic factors (Johan, 2002). Intrinsic factor is a factor that comes from within the 
individual that is brought by every employee since starting to work in his workplace. While 
extrinsic factors are factors that involve things that come from outside the employee, such as 
the physical condition of the work environment, interactions with other employees, the 
payroll system, and so on. Meanwhile, according to Luthans (2006), there are five 
dimensions that affect job satisfaction, namely: the job itself, salary, promotion opportunities, 
supervision, supervisor, and co-workers. 

 
Organizational Commitment 

Organizational members who are committed to their organization may develop a more 
positive perspective on the organization and are happy without being forced to spend extra 
energy for the benefit of the organization (Anik and Arifuddin, 2003). This shows that 
organizational commitment has a meaning that is more than just passive loyalty, but involves 
an active relationship and the desire of employees to make a meaningful contribution to the 
organization. According to Greenberg and Baron (1993, in Chairy, 2002), employees who 
have high organizational commitment are employees who are more stable and more 
productive so that in the end it will also be more profitable for the organization. Mowday et al. 
(1982, in Chairy, 2002) suggested the characteristics of organizational commitment, namely: 
(1) strong belief and acceptance of organizational goals and values; (2) readiness to work 
hard; and (3) a strong desire to stay in the organization. 
 
 
METHODS 

 
The method used in this research is to distribute a set of questionnaires to the selected 

research respondents to be used as samples. The data obtained from the respondents were 
processed using the Structural Equation Modeling (SEM). Data collection in this study was 
carried out through the questionnaire method, which is a data collection technique carried 
out by giving a set of questions or written statements to respondents to answer (Sugiyono, 
2010). 
 
 
RESULT AND DISCUSSION 

 
The hypothesis testing conducted proves that there is a unidirectional influence between 

organizational culture and job satisfaction. This shows that the stronger the organizational 
culture at PT. Ruang Raya Indonesia, the higher the job satisfaction felt by employees. 
Thus, PT. Ruang Raya Indonesia needs to apply values and regulations that will influence 
employee behavior that leads to job satisfaction. The most dominating indicator of 
organizational culture is the feeling of being valued, where this shows that when an 
employee feels valued in an organization, then at that time the existence of culture is felt by 
the employee and has an effect on job satisfaction.  

Second, the hypothesis testing conducted proves that there is a unidirectional influence 
between organizational culture and organizational commitment. This shows that the stronger 
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the organizational culture at PT. Ruang Raya Indonesia, the higher the organizational 
commitment in employees. Thus, PT. Ruang Raya Indonesia needs to implement values 
and regulations that will influence employee behavior that leads to the formation of 
organizational commitment. The most dominating indicator of organizational culture is the 
feeling of being valued, which shows that when an employee feels valued in an organization, 
then at that time a high agreement is created between employees about what the 
organization believes so that an organizational commitment is formed within the employee. 
 

Third, the hypothesis testing conducted proves that there is a unidirectional effect 
between job satisfaction and organizational commitment. This shows that the higher the job 
satisfaction felt by the employees of PT. Ruang Raya Indonesia the higher the organizational 
commitment in employees. Thus, PT. Ruang Raya Indonesia needs to implement policies 
related to job satisfaction that will affect organizational commitment. The most dominating 
indicator of job satisfaction is satisfaction with co-workers, which shows that when an 
employee is satisfied with their co-workers, an organizational commitment will form at that 
time which makes them want to maintain membership in the organization where they work.  

Fourth, the hypothesis testing conducted proves that there is a unidirectional effect 
between organizational commitment and employee performance. This shows that the higher 
the organizational commitment in the employees of PT. Ruang Raya Indonesia, the higher 
the level of employee performance. The most dominating indicator of organizational 
commitment is the feeling of being part of the organization, where this shows that when an 
employee feels part of an organization where they work, then at that time they can contribute 
and play a role in achieving organizational goals that will affect their performance.  

Fifth, the hypothesis testing conducted proves that there is a unidirectional influence 
between organizational culture and employee performance. This shows that the stronger the 
organizational culture at PT. Ruang Raya Indonesia, the higher the level of employee 
performance. The most dominating indicator of organizational culture is the feeling of being 
valued, where this shows that when an employee feels valued in an organization, then at 
that time the existence of culture is felt by employees and it is expected that their behavior is 
in accordance with that culture so that later they can improve their performance.  

Sixth, the hypothesis testing conducted proves that there is a unidirectional effect 
between job satisfaction and employee performance. This shows that the higher the job 
satisfaction felt by the employees of PT. Ruang Raya Indonesia, the higher the level of 
employee performance. The most dominating indicator of job satisfaction is satisfaction with 
co-workers, which shows that when an employee is satisfied with their co-workers, then at 
that time employees see their work as fun and tend to have good performance. 
 
CONCLUSIONS 

 
From some of the studies and discussions mentioned above, we try to conclude several 

things as follows: 
1. The stronger the organizational culture at PT. Ruang Raya Indonesia, the higher the job 

satisfaction felt by employees  
2. The stronger the organizational culture at PT. Ruang Raya Indonesia, the higher the 

organizational commitment in employees 
3. The higher the job satisfaction felt by the employees of PT. Ruang Raya Indonesia the 

higher the organizational commitment in employees. Thus, PT. Ruang Raya Indonesia 
needs to implement policies related to job satisfaction that will affect organizational 
commitment 

4. In the next 5 years, the MSME Financial Management Information System is predicted 
to improve even more. Thus the performance of MSMEs will be further improved. 

5. The higher the organizational commitment in the employees of PT. Ruang Raya 
Indonesia, the higher the level of employee performance 
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