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Abstract: The Study, | have performed endeavors to scrutinize the impact of cultures at different organizations
specially in hospitality or tourism sector on workforce in respect of stress, job characteristics which leads to affect
employee performance. The research sample comprised 100 employees working within the Hospitality and tourism
sector. The findings of this study reveal several significant insights.

The impact of company culture on employee performance is minimal, and it has a detrimental effect on employee’s
work stress. Conversely, characteristics of have a positive and substantial influence on employee’s performance
while not significantly affecting work stress. Work stress, on the other hand, negatively and significantly impacts
employee performance. Additionally, organizational culture doesn't play a significant role in affecting employee’s
performance through work related stress. Mediation, and job characteristics also don't significantly influence
employee’s performance by the mediation of work stress.
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1. INTRODUCTION::

An employee’s performance is undeniably a critical factor for the success and achievement of organizational goals. When
the human resources within an organization consistently display high levels of work performance, it paves the way for
the fulfillment of objectives, vision, and missionas outlined through strategic planning. As Hasibuan (2012) rightly
contends, performance is the tangible outcome of an individual's efforts and contributions within the workplace.

However, the realm of employee performance is not without its complexities, as evidenced by priorresearch. Notably,
there exist inconsistencies in the findings of various studies. For instance, Pamungkas (2016) found that employee
performance is predominantly influenced by job characteristics rather than organizational culture. In contrast, Cahyana
(2018) discovered that performance is significantly impacted by organizational culture, job stress, and job satisfaction.
Meanwhile, Frismandiri's study in 2015 suggested that job characteristics do not wield significant influence over
performance.

Given the divergence in research findings, there is a growing interest in conducting a comprehensive analysis to unravel
the complex interplay between organizational culture, job characteristics, and work-related stress influencing employee
performance. This inquiry seeks to illuminate the intricate dynamics operating within an organization, aiming to reveal
the key factors that genuinely shape and enhance employee performance. Understanding the ways in which these factors
interact and recognizing their varying degrees of significance across diverse contexts and industries is of paramount
importance.

The pursuit of optimizing employee performance is an ongoing, fluid process, influenced by a multitude of both internal
and external factors. By delving into the connections between organizational culture, job characteristics, work-related
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stress, and performance, organizations can gain valuable insights into creating a work environment that cultivates
excellence and productivity among their workforces. This exploration not only benefits the organization in achieving its
objectives but also contributes to the overall well-being and job satisfaction of its employees, establishing a mutually
beneficial scenario for all stakeholders.

Organizational culture stands out as a crucial factor capable of significantly impacting employee performance. It shapes
how organizational members communicate, behave, and engage in their work, consequently affecting their performance.
This relationship becomes evident in the way culture can foster high levels of motivation and job satisfaction. As
Robbins (2010) aptly defines, organizational culture represents a system of shared understanding among members of an
organization that sets it apart from other entities. It embodies shared values and beliefs that enable members to grasp
their roles within the organization and adhere to its established norms. In essence, organizational culture serves as a
powerful force that can either elevate or hinder employee performance, making it an essential aspect of the performance
equation.

2. LITERATURE REVIEW:

Recognizing the significance of a robust organizational culture, it becomes evident that such a culture serves as a firm
cornerstone for the organization to attain its vision and mission. Conducting organizational culture and supporting the
creation of maximum work results will result in high or maximum employee performance (Rivai, 2012).

Definition of Burnout Syndrome Job burnout is the most excessive type of occupational stress in which the employee
experiences physical, mental, and emotional exhaustion, caused by long term exposure and involvement in emotionally
demanding situations (Maslach, 1993). Employees encounter job burnout as they engage in daily interactions with
coworkers and clients, and it can be ascribed to a combination of individual and organizational elements. Maslach (2003)
defined job burnout as a means of reducing employee’s physical and psychological energy and leading them to
exhaustion. In particular, Maslach and Jackson (1981) distinguished three aspects of job burnout: 1. In examining the
facets of job burnout, two critical dimensions come to the forefront. Firstly, Emotional Exhaustion characterizes the
mental fatigue and dwindling energy that an employee’s experience, diminishing their dedication to their work.
Secondly, Depersonalization involves the adoption of negative behaviors towards colleagues and customers, ultimately
leading to the development of impersonal relationships and withdrawal. These components are integral in understanding
the multifaceted nature of job burnout, encompassing the emotional and interpersonal aspects that impact employees in
their professional interactions, and 3. Reduced sense of personal accomplishment, which is the reduction of the
employee's efficiency, productivity, and self-efficacy, and is likely to result to her resignation (Maslach, 2003; Maslach
& Jackson, 1981)).

Emotional exhaustion refers to a phenomenon of someone feeling emotionally exhausted and "drained" because of her
daily contact with other people (Maslach & Jackson, 1986). The emotional exhaustion burnout It's a type of work-related
stress primarily observed in individuals whose work involves extensive face-to- face communication or interactions with
others. Consequently, they experience a sense of inefficacy, finding themselves incapable of meeting people's needs as
effectively as they once did, and view their work as an ordeal, making it challenging to face another day at the job
(Cavous & Demir, 2010). Burnout syndrome has spurred the interest of numerous researchers, leading them to develop
various theories over the years to understand it better. According to Dr. Freudenberg, (1975) burnout is a state of fatigue
or exhaustion caused by devotion to a cause, a way of life or a relationship that fails to yield an expected reward. The
syndrome is closely linked to an individual's level of dedication to their job and the disappointment they encounter when
unable to accomplish their goals. The lack of variety and insufficient feedback often encounter employees contribute to
the emergence and development of this syndrome (Freudenberg, 1975; Koustelios & Kousteliou, 2001).

Job burnout, according to Maslach (2003), is a condition experienced by employees during their daily interactions with
colleagues and customers, stemming from a combination of individual and organizational factors. Maslach's definition
characterizes job burnout as a process that gradually depletes an employee's physical and psychological energy,
ultimately leading to a state of exhaustion. This multifaceted phenomenon, as delineated by Maslach and Jackson (1981),
involves three core aspects: emotional exhaustion, where employees feel mentally fatigued and lack the necessary
energy and dedication for their work; depersonalization, which manifests as negative behavior towards colleagues and
customers, the establishment of impersonal relationships, and withdrawal; and reduced sense of personal
accomplishment, resulting in diminished efficiency, productivity, and self-efficacy, with the potential consequence of
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an employee's resignation., job burnout is likely to lead to psychological problems. Specifically, numerous studies have
shown that burnout can result in psychosomatic issues, insomnia, and depression, all of which contribute to exacerbating
the problem and diminishing overall efficiency and productivity. The individual (Gill, Flaschner, & Shachar, 2006).

According to Robbins (2008), there are several factors that influence work stress including excessive workload, pressure,
unfavorable work environment, job responsibilities, work design, and lack of career advancement. The mental
repercussions of experiencing stress at work can result in heightened levels of anxiety and depression, ultimately leading
to a decline in an individual's overall performance.

2. Objectives :

° To Study Corporate culture in Hospitality and Tourism Sector.
. To Study Employee performance in Hospitality and 0Tourism Sector
o To Study work culture and response of Employee.

3. Hypothesis :

. Organizational culture has a significant impact on stress levels of employees.

. A negative organizational culture, emphasizing support and well-being is associated with lower employee’s
stress.

° A negative or toxic organizational culture, characterized by high pressure and lack of support

4. Methodology :

This research can be categorized as both confirmatory and explanatory research, aligning with its research objectives.
The study included a sample of 100 participants, all of whom were employed in the Tourism and Hospitality Sector. To
measure the variables under investigation, a questionnaire was employed, where respondents provided their responses
using a Likert scale ranging from 1 to 5 on the answer statement.

The research's hypothesis testing employed the Structural Equation Model (SEM) with the aid of the Smart PLS
software. Partial Least Squares (PLS), a variant of SEM based on components, provides an alternative approach that
diverges from the conventional covariance-based SEM. Typically, covariance-based SEM assesses causality and theory,
whereas PLS primarily functions as a predictive model.

5. Result and Discussion Respondent Characteristics :

The analysis of respondent characteristics, considering gender, age, and education, has revealed intriguing findings.
The study's results indicate that all participants were female, comprising 100% of the total respondents that is 100.

Sample Gender Total Gender Percentage
60 Male 60%
40 Female 40%

In contrast, male respondents constituted 60% of the sample, highlighting a relatively higher presence of male employees
in the Tourism and Hospitality sector. Examining the age distribution, the majority fell within the 31-40 years bracket,
accounting for 34% (34 individuals), followed by 26% (26 individuals) in the 41-50 years age group, while 30% (30
individuals) were aged above 50 years. The smallest age group comprised individuals under 30 years, making up 10% (10
individuals).

Furthermore, regarding the highest level of education, the predominant category was "Graduate," with 26% (26
individuals), followed by 34% (34 individuals) with "Postgraduate™ education, and 10% (10 individuals) holding a
diploma. Examining years of work in the Tourism and Culture Office, the highest number of individuals had more than
10 years of experience, constituting 36% (15 individuals), while 34% (13 individuals) had a work history of 5- 10 years.
Additionally, 20% (10 individuals) had 1-5 years of work experience, and the smallest group had less than 1 year of
experience, comprising 5% (2 individuals).
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The demographic aspects of the respondents reveal intriguing insights about respondent characteristics. In this study;, it is
apparent that there were 26% female respondents (26 individuals) and 25% male respondents (25 individuals), indicating
a slightly higher representation of male employees in the Tourism and Culture Office. In terms of age, the largest age
group falls within the 31-40 years range, constituting 34.15% (14 individuals), followed by the 41- 50 years range with
26.83% (11 individuals), and those above 50 years of age with 21.95% (9 individuals). The smallest age group consists
of individuals under 30 years, accounting for 17.07% (7 individuals).

When it comes to education, the majority hold an S1 (Strata-1) degree, making up 51.22% (21 individuals), followed by
36.59% (22 individuals) with an S2 (Strata-2) education, and 12.20% (5 individuals) with a D3 degree. Regarding years
of work in the Tourism and Culture Office, the largest group has worked for more than 10 years, comprising 36.59%
(15 individuals), followed by 31.71% (13 individuals) with a work history of 5-10 years, and 26.83% (11 individuals)
with 1-5 years of experience. The smallest group consists of those with less than 1 year of experience, making up 4.88%
(2 individuals).

6. CONCLUSION :

Based on the findings and discussions outlined in the previous chapter, several key conclusions can be drawn. First, it's
evident that organizational culture does not exert a significant influence on employee performance. However, there is a
notable negative impact of organizational culture on employee work stress. Additionally, job characteristics play a vital
role in enhancing employee performance, but they do not significantly affect employee work stress. Furthermore, work
stress has a detrimental effect on employee performance. Moreover, organizational culture does not significantly impact
employee performance through work stress mediation, and job characteristics do not have a significant influence on
employee performance through the mediation of work stress in Tourism and Culture Office employees.

Based on these conclusions, there are several recommendations to consider:

. Enhance job characteristics by aligning work tasks with employees' skills and abilities, providing training, and
setting clear performance standards to improve organizational efficiency.

. Mitigate work stress by creating a work environment that fosters employee comfort, concentration, and job
satisfaction. This can be achieved by eliminating procrastination, promoting positive workplace relationships, and
making work more enjoyable.

o Improve organizational culture by selecting leaders who serve as mentors and role models for employees,
promoting equal opportunities for all employees, involving employees in decision-making processes, supporting
individual development through training, and respecting diverse viewpoints and involving employees in decision-
making processes.
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