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ABSTRACT

This study aims to examine the influence of work ethic and organizational climate on employee
performance, with job satisfaction serving as an intervening variable at SMKN 1 Meranti. The
research involved all 42 permanent employees at the school. Considering the relatively small
population, a saturated sampling method was employed, ensuring that every member of the
population participated in the study. Data were collected from primary sources through
questionnaires and secondary sources through documentation studies, providing comprehensive
information about the variables under investigation. Quantitative analysis was conducted using
SPSS version 25, applying t-tests, Sobel tests, and path analysis to examine both direct and indirect
relationships among variables. The findings indicate that work ethic has a positive and significant
effect on job satisfaction, suggesting that employees with higher levels of discipline, responsibility,
and dedication tend to feel more satisfied with their work. Similarly, organizational climate also
positively and significantly influences job satisfaction, demonstrating that a supportive and
harmonious work environment enhances employees’ perceptions of their jobs. Furthermore, both
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work ethic and organizational climate were found to have direct positive effects on employee
performance, indicating that these factors independently contribute to improved productivity and
quality of work. Job satisfaction itself significantly affects performance and functions as a
mediating variable, bridging the relationship between work ethic and performance, as well as
between organizational climate and performance. Overall, the study concludes that the
improvement of employee performance at SMKN 1 Meranti depends on a combination of a strong
work ethic, a conducive organizational climate, and high job satisfaction. These findings highlight
the importance of developing strategies that foster ethical work behavior, supportive
organizational environments, and mechanisms to enhance employee satisfaction for achieving
optimal performance outcomes.

Keywords:  Work Ethics, Organizational Climate, Job Satisfaction, and Performance.

INTRODUCTION

Employee performance is a key factor in the success of any organization, including educational
institutions like SMKN 1 Meranti. Optimal performance not only influences the achievement of
institutional goals but also impacts the quality of educational services provided to students.
Therefore, understanding the factors that influence employee performance is crucial.

One factor believed to significantly influence performance is work ethic. Work ethic reflects an
employee's attitude, discipline, responsibility, and commitment to carrying out their duties.
Employees with a strong work ethic tend to be more productive, meticulous, and oriented towards
achieving maximum results. In addition to work ethic, organizational climate also plays a crucial
role. Organizational climate encompasses the work environment, employee relationships,
leadership style, and work culture within an institution. A conducive and supportive environment
can increase employee motivation and job satisfaction, thereby driving improved performance.
Employee performance is a critical factor in determining the success and effectiveness of an
organization, including educational institutions such as SMKN 1 Meranti. Various internal and
external factors influence employee performance, among which work ethic and organizational
climate are considered highly significant. A strong work ethic, characterized by discipline,
responsibility, and dedication, is expected to enhance employees’ ability to perform their duties
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efficiently and consistently. Similarly, a positive organizational climate, marked by supportive
leadership, clear communication, and a collaborative work environment, can motivate employees
to achieve higher performance levels.

In addition to these factors, job satisfaction plays an important role as it reflects employees’
attitudes and feelings toward their work. Employees who are satisfied with their jobs tend to
demonstrate greater commitment, loyalty, and higher productivity. Job satisfaction can also
function as an intervening variable, mediating the relationship between work ethic and
organizational climate on employee performance. By understanding the interplay among these
variables, organizations can implement more effective strategies to improve employee
performance and, consequently, achieve institutional objectives.

Based on this context, this study was conducted to analyze the influence of work ethic and
organizational climate on employee performance at SMKN 1 Meranti, both directly and indirectly
through job satisfaction. The research aims to provide insights that can guide human resource
management practices in schools, fostering a work environment that not only promotes satisfaction
and motivation but also enhances overall performance and the achievement of institutional goals.

LITERATURE REVIEW

1. Performance

Performance is one of the important variables in human resource management studies because it
is directly related to the achievement of organizational goals. According to Campbell, McCloy,
Oppler, and Sager (2003), performance is viewed as behavior that is relevant to organizational
goals, thus emphasizing the process of actions taken by individuals, not just the final results. In
line with this, Borman and Motowidlo (2007) divide performance into two dimensions, namely
task performance, which is related to the main tasks of the job, and contextual performance, which
is related to extra behaviors, such as cooperation and support for coworkers.Several Indonesian
experts also provide more applicable definitions. Mangkunegara (2017) defines performance as
the results of work, both in terms of quality and quantity, achieved by an employee in accordance
with the responsibilities assigned to them. Wibowo (2017) adds that performance is not only in the
form of results but also includes work processes that are oriented towards goals, standards, and
competencies. From these various definitions, it can be concluded that performance basically
reflects the work results of individuals or groups in an organization that are assessed based on
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certain indicators, such as quality, quantity, timeliness, responsibility, and efficiency, and includes
aspects of behavior and work processes.

2 Work Ethic

Work ethic refers to a fundamental attitude that reflects how an individual perceives work, which
in turn significantly influences both personal and organizational performance. According to
Sinamo (2011), work ethic encompasses a set of positive behaviors rooted in core beliefs,
supported by full commitment to a specific work paradigm. He identifies eight key dimensions of
exemplary work ethic, including viewing work as a blessing, demonstrating trust, recognizing
work as a calling, pursuing self-actualization, practicing worship, appreciating work as an art,
upholding honor, and serving others. In addition, Tasmara (2002) explains that work ethic
represents a person’s attitude toward life, shaped by their belief system, life perspective, and
values, which collectively drive an individual’s motivation and dedication to work.

According to Sutrisno (2016), work ethic is a form of work spirit that originates internally, based
on a profound awareness of the significance of work in an individual’s life. Similarly, Nitisemito
(2010) defines work ethic as a person’s mental attitude and perspective toward work, which
influences how they approach and complete tasks. Rivai (2014) further emphasizes that work ethic
represents an individual’s personality, manifested through dedication, responsibility, and sincerity
in performing work duties. Based on these various perspectives, work ethic can be understood as
a collection of positive attitudes, values, and beliefs toward work, which are reflected in
enthusiasm, commitment, responsibility, discipline, and sincerity aimed at achieving optimal
results. Moreover, the development of work ethic is shaped not only by internal factors such as
personal motivation and beliefs but also by external factors, including cultural norms, religious
values, and the surrounding social environment.

3 Organizational Climate

Davis and Newstrom (2002) explain that organizational climate is the internal environment or
work atmosphere within an organization as perceived by employees, which in turn will influence
their behavior, attitudes, and performance. Luthans (2006) also emphasizes that organizational
climate is the perception of organization members regarding applicable policies, practices, and
procedures, which form the basis for determining their attitudes and work behavior.
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Several Indonesian experts have also expressed their views. Wirawan (2007) defines
organizational climate as the collective perception of employees regarding the relative working
environment, both in terms of policies, practices, and the physical and social conditions of the
organization. Sedarmayanti (2011) argues that organizational climate is a series of individual
feelings and perceptions of their environment at work, including leadership style, work systems,
and employee relations.

From these various definitions, it can be concluded that organizational climate is the shared
perception of organizational members regarding the internal environment of the organization,
which includes policies, structures, systems, social relationships, and work atmosphere.
Organizational climate has a major influence on employee motivation, job satisfaction, and
performance, so creating a positive climate is a key factor in organizational success. In Indonesian
literature, Wirawan (2007) states that indicators of organizational climate include organizational
structure, leadership style, reward systems, and interpersonal support in the work environment.
Sedarmayanti (2011) also emphasizes that organizational climate can be measured through a sense
of security at work, openness in communication, employee participation in decision-making, and
harmonious relationships between employees.

Based on the opinions of these experts, it can be concluded that organizational climate indicators
include structural aspects (rules, procedures, and roles), relational aspects (support,
communication, and social relationships), and motivational aspects (recognition, participation, and
commitment). These three aspects are interrelated in shaping employees' perceptions of the work
atmosphere, which ultimately affects their satisfaction and performance.

4 Job Satisfaction

Robbins and Judge (2017) also state that job satisfaction is an individual's general attitude toward
their work, which is demonstrated through feelings of pleasure or displeasure in performing tasks.
According to Luthans (2011), job satisfaction is the result of employees' perceptions of the extent
to which their work is able to meet their needs and expectations.

Several Indonesian experts also provide their definitions. Hasibuan (2016) states that job
satisfaction is a pleasant emotional attitude and love for one's work, which is reflected in work
morale, discipline, and performance. Mangkunegara (2017) defines job satisfaction as feelings that
support or do not support employees in relation to their work and personal circumstances. Rivai

449

—
| —



(2014) adds that job satisfaction is an employee's assessment of the extent to which their work
meets their expectations, needs, and values.

From these various definitions, it can be concluded that job satisfaction is essentially a positive
emotional state experienced by a person when their work, work environment, and results are in

line with their expectations, needs, and values. Job satisfaction is influenced by various factors,
such as salary, relationships with colleagues and superiors, working conditions, opportunities for
development, and recognition of achievements.

METHODS
Population and Sample

According to Sugiyono (2018), a sample is a portion of a population, along with its characteristics,
used to represent the entire population in a study. In this study, the population size was relatively
small, so the researcher used a saturated sampling technique. This technique emphasizes that all
members of the population are used as research samples, so that each individual has the opportunity
to provide representative data. Therefore, all 42 permanent employees of SMKN 1 Meranti were
involved as research respondents. This approach ensures that all variations in characteristics within
the population are included in the analysis, so that the research results can more accurately reflect
the actual conditions.

e Data collection

Data collection techniques in this study were carried out in two ways. First, questionnaires, which
involved compiling a list of questions that were then given to employees as research respondents.
Through this method, researchers can obtain information directly about the respondents' views,
experiences, and perceptions of the variables being studied. Second, a documentation study, which
involves collecting various data and archives owned by companies or agencies relevant to the
research needs. This technique is used to supplement primary data and provide a more objective
picture of the organization's condition.

° Measurement
Path Analysis
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According to Imam Ghozali (2005), path coefficients are devoid of dimensions, thereby allowing
the inference that a heightened path coefficient value denotes a more pronounced influence of that
variable on others.

RESULTS

Path Analysis of Sub Model

Test Results Model Summary Sub Model
Model Summary

Standard Error of the
Model R R Square Adjusted R-Square Estimate

1 .895° .800 784 152
a. Predictors: (Constant), Job Satisfaction, Organizational Climate, Work Ethic

The Sobel Test was conducted to examine the mediating role of Job Satisfaction in the relationship
between the independent variables, Work Ethic and Organizational Climate, and the dependent
variable, Employee Performance. The results indicate that Job Satisfaction significantly mediates
these relationships. Specifically, the test showed that Work Ethic has a significant positive effect
on Job Satisfaction, and in turn, Job Satisfaction significantly influences Employee Performance.
This suggests that employees who demonstrate a strong work ethic tend to experience higher job
satisfaction, which subsequently enhances their performance.

Similarly, Organizational Climate was found to have a significant positive impact on Job
Satisfaction, which then affects Employee Performance. A supportive and conducive
organizational climate fosters a sense of satisfaction among employees, motivating them to
perform better in their roles. The mediating role of Job Satisfaction demonstrates that it not only
contributes directly to performance but also strengthens the effect of Work Ethic and
Organizational Climate on employee outcomes.

These findings highlight the importance of considering both intrinsic factors (such as work ethic)
and extrinsic factors (such as organizational climate) in improving employee performance. By




fostering a positive work environment and encouraging strong work values, organizations can
enhance job satisfaction, which serves as a critical pathway through which employee performance
can be maximized. In practical terms, these results provide valuable guidance for human resource
management in schools, emphasizing strategies to enhance employee motivation, commitment,
and overall effectiveness.

Sobel Test
Sobel Test Results
. Test
Variable Unstandardize Std. Error Statisti Std. Error P

d . Value

Work Ethic on Job Satisfaction 0505 0.082
: : 3.176 0.014 0.001

Job Satisfaction on 0.089 0.024

Performance

(S)rt%a?zztlznal Climate on Job 0.304 0.095
Jabzatc. t? - 2422 0011 0015

ob Satisfaction on 0.089 0.024

Performance

Source: Data processed using the Sobel Test calculation , 2025

The analysis revealed that Job Satisfaction functions as an intervening variable between Work
Ethic and Employee Performance, as well as between Organizational Climate and Performance.
The impact of Work Ethic on Job Satisfaction is indicated by an unstandardized coefficient of
0.505 with a standard error of 0.082, producing a test statistic of 3.176 and a p-value of 0.001,
which demonstrates that this relationship is statistically significant. Moreover, Job Satisfaction
itself significantly affects Employee Performance, with a coefficient of 0.089 and a standard error
of 0.024, showing a positive influence.

In the case of Organizational Climate, the effect on Job Satisfaction yielded a coefficient of 0.304,
a standard error of 0.095, a test statistic of 2.422, and a p-value of 0.015, confirming a significant
relationship. This indicates that Job Satisfaction also effectively mediates the relationship between
Organizational Climate and Performance.
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Overall, the Sobel Test results confirm that Job Satisfaction plays a crucial mediating role,
reinforcing the effects of Work Ethic and Organizational Climate on employee performance. This
suggests that enhancing employees’ work ethic and fostering a supportive organizational climate
not only directly improves performance but also indirectly boosts performance by increasing job
satisfaction. Consequently, organizations aiming to optimize employee performance should focus
on both developing strong work values and creating a positive work environment, as these factors
collectively enhance motivation, commitment, and overall effectiveness.

DISCUSSION
1. The Influence of Work Ethics on Job Satisfaction

The study’s findings demonstrate that Work Ethic positively and significantly influences Job
Satisfaction among employees at SMKN 1 Meranti. This suggests that employees who exhibit a
stronger work ethic tend to experience higher levels of satisfaction in performing their duties.
Employees with a strong work ethic tend to demonstrate discipline, responsibility, enthusiasm for
completing tasks on time, and consistency in maintaining work quality. These behaviors directly
increase feelings of job satisfaction, because employees feel capable of meeting the targets and
standards expected by the organization.

According to Sinamo's (2011), a good work ethic will encourage employees to work harder and
more professionally, thus creating a sense of satisfaction with their achievements. These findings
are consistent with the results of the present study, which revealed that employees who possess
strong internal motivation and a high level of dedication tend to feel more valued, have greater
autonomy in their work, and derive more enjoyment from the work process, thereby enhancing
their job satisfaction. Consequently, it can be concluded that a solid work ethic not only promotes
higher productivity but also contributes positively to employees’ psychological satisfaction with
their job.

2. The Influence of Organizational Climate on Job Satisfaction

The study’s results reveal that Organizational Climate has a positive and significant impact on
employee Job Satisfaction at SMKN 1 Meranti. This suggests that when the organizational climate
within the school is supportive and conducive, employees are more likely to experience higher
levels of satisfaction in their work. A good organizational climate is characterized by effective
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communication, harmonious working relationships, supportive leadership, and a sense of security
and comfort in carrying out tasks. These factors make employees feel valued and motivated to
perform optimally.

Wirawan (2007) explains that a positive organizational climate fosters a psychological
environment that enables employees to perform their duties effectively, thereby enhancing their
job satisfaction. When employees feel supported and comfortable in their workplace, they are more
likely to exhibit higher loyalty, stronger engagement, and greater internal motivation. This
perspective is consistent with prior studies indicating that organizational climate shapes
employees’ perceptions of their work, which in turn affects their job satisfaction. Therefore,
establishing a supportive and conducive organizational climate is a key factor in improving
employee job satisfaction.

3. The Influence of Work Ethics on Performance through Job Satisfaction

The study’s findings reveal that Job Satisfaction serves as a mediating variable in the relationship
between Work Ethic and employee Performance at SMKN 1 Meranti. This indicates that a strong
work ethic not only directly enhances performance but also indirectly contributes to improved
performance by increasing employees’ job satisfaction. Employees with a strong work ethic tend
to be more disciplined, responsible, and committed to completing tasks with the highest quality.
This behavior makes employees feel more satisfied with their jobs because they are able to meet
organizational standards and expectations.

Robbins and Judge (2017) state that employees who experience job satisfaction tend to exhibit
greater motivation, stronger loyalty, and a willingness to give their best effort, which ultimately
enhances overall performance. This indicates that job satisfaction is a key factor in connecting
work ethic to employee performance. In other words, while work ethic is a key factor, improving
employee performance will be more effective if supported by a high level of job satisfaction.

Thus, this study confirms that strategies for improving employee performance should not only
focus on improving work ethic, but also on efforts to increase job satisfaction, for example through
awards, recognition, or a supportive work environment.

4. The Influence of Organizational Climate on Performance through Job Satisfaction
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The results of the study indicate that Job Satisfaction mediates the influence of Organizational
Climate on the Performance of SMKN 1 Meranti employees. This means that the creation of a
conducive organizational climate not only has a direct impact on improving performance, but also
indirectly through increasing job satisfaction. A positive organizational climate, characterized by
effective communication, supportive leadership, harmonious working relationships, and a sense of
security and comfort in carrying out tasks, makes employees feel appreciated and motivated to
work better.

According to Widyarso (2012), a supportive organizational climate creates a comfortable
psychological environment for employees, thus encouraging feelings of satisfaction with the work
they do. ,Employees who experience job satisfaction are likely to demonstrate strong loyalty,
stronger work motivation, and a willingness to contribute optimally, so that their performance
improves. These findings indicate that Job Satisfaction plays an important role in linking
Organizational Climate and Performance, confirming that improved performance depends not only
on physical conditions or work procedures, but also on employee perceptions of the organizational
environment.

Thus, this study emphasizes the importance of establishing a conducive organizational climate as
a dual strategy to improve both job satisfaction and employee performance. This can be achieved
through improved communication, supportive leadership, recognition of achievement, and the
creation of a safe and comfortable work environment.

CONCLUSION

The research findings indicate that Work Ethic and Organizational Climate positively and
significantly influence the performance of employees at SMKN 1 Meranti, both directly and
indirectly through Job Satisfaction as a mediating variable. Employees who have a high work ethic
tend to be more disciplined, responsible, and dedicated, so they feel satisfied with their work and
are able to show better performance. Likewise, the creation of a conducive organizational climate,
with effective communication, supportive leadership, and harmonious working relationships,
increases job satisfaction and encourages optimal employee performance. Thus, improving
employee performance does not only depend on work ethic and organizational climate directly,
but is also greatly influenced by job satisfaction, so that performance improvement strategies
should combine these three aspects.
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LIMITATIONS

This study has several limitations that need to be considered. First, the relatively small population,
consisting of only 42 permanent employees of SMKN 1 Meranti, means that the results may not
be generalizable to other schools or organizations with different characteristics. Second, this study
used a cross-sectional method, so the long-term effects of Work Ethic, Organizational Climate,
and Job Satisfaction on Performance cannot be fully observed. Third, the research data were
largely obtained through questionnaires, so there is a possibility of subjective bias from
respondents in assessing the variables studied. Fourth, other variables that could potentially
influence Performance, such as competence, work experience, or external organizational factors,
have not been included in this research model. Considering these limitations, this study still
provides an initial overview of the relationship between Work Ethic, Organizational Climate, Job
Satisfaction, and Performance. However, the results should be interpreted with caution and serve
as a basis for broader and more comprehensive follow-up research.
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