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	This study investigated the influence of organizational culture and office facilities on employee performance, with job satisfaction examined as a mediating variable. The research was conducted at the Class 1 Immigration Office TPI Malang using a quantitative approach and an explanatory research design. A total of 80 civil servants participated in the study, selected through purposive sampling. Data were analyzed using partial least squares structural equation modeling. The results showed that organizational culture and office facilities had a significant and positive impact on employee performance. Both variables also significantly influenced job satisfaction. However, job satisfaction did not significantly affect employee performance and did not mediate the relationship between either organizational culture or office facilities and employee performance. These findings indicate that improving organizational culture and office facilities has a direct and meaningful effect on performance, while job satisfaction does not play a mediating role in this context.
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1. INTRODUCTION

Improving the effectiveness and efficiency of public bureaucracy has become one of the primary challenges in modern governance. Amid the pressures of globalization, high population mobility, and rapid digital technology development, the role of human resources as state apparatus becomes increasingly crucial in ensuring the quality of public services (Putra R. K., 2024). This is especially important in strategic institutions such as the Class I Immigration Office of TPI Malang, which is responsible for administering immigration services while safeguarding national security through the supervision of cross-border mobility.

As an institution under the Ministry of Law and Human Rights, the Class I Immigration Office of TPI Malang faces multiple challenges—from modernizing service systems and increasing public satisfaction to addressing internal issues related to employee performance. Although several digital innovations have been introduced, such as app-based queuing systems and online document services, internal evaluations indicate a downward trend in key performance indicators (KPIs), including public satisfaction, immigration security, and internal employee satisfaction over the past three years (2022–2024). This situation highlights the urgent need to examine more deeply the factors that comprehensively influence employee performance.

These challenges indicate that technological upgrades alone are insufficient. Organizational factors such as culture, leadership, work climate, and employee engagement must also be evaluated more deeply. Studies show that organizational culture and the work environment significantly influence employee satisfaction and performance, especially when mediated by motivation and perceived support (Hasugian, 2024). Furthermore, organizational success in public institutions increasingly depends on how well internal dynamics are aligned with service quality objectives (Ghulam Ilmam Hindami, 2024).
Recent studies have shown that internal organizational factors such as organizational culture (Cameron, 2020; Azhari, 2024) and workplace facilities (Putra, 2020; Tajuddin, 2024; Syahrir, 2024) play a crucial role in promoting employee productivity and job satisfaction. An organizational culture that is not adaptive to change, characterized by rigid and hierarchical communication and weak team collaboration, can undermine work effectiveness (Raintung, 2024; Saro, 2024). On the other hand, the availability of adequate facilities—such as work equipment, information technology, and an ergonomic work environment—has been proven to significantly enhance employee performance quality (Alfianto, 2024; Suparjiman, 2024).
However, existing literature has not sufficiently addressed the extent to which job satisfaction mediates the relationship between these internal organizational factors and employee performance, particularly within public organizations characterized by rigid bureaucratic structures and high regulatory control. This study aims to fill that gap by examining the mediating role of job satisfaction in the link between organizational culture and office facilities and employee performance. Such a perspective is particularly relevant to central government institutions, including immigration offices, where hierarchical control and procedural standardization may limit innovation and flexibility (Yulianti, 2023); (Nasution, 2021).

Additionally, the relationship between organizational culture and office facilities and employee performance must be understood in light of bureaucratic complexity. In central government institutions, layers of approval, formal reporting obligations, and limited decision-making authority often constrain performance outcomes, even when physical infrastructure and values-based cultures are present (Handayani A. &., 2023). 
Thus, this study also explores how these two internal factors operate under the influence of bureaucratic structures to influence performance. This study offers an approach that simultaneously evaluates two critical aspects—organizational culture and workplace facilities—and their influence on employee performance at the Class I Immigration Office of TPI Malang. A quantitative approach is employed to provide a more measurable picture of the contribution of these two variables within the context of a public institution characterized by a highly bureaucratic and regulatory nature.

This research offers added value in two main aspects. First, in terms of scientific contribution, it expands the discourse on the relationship between organizational culture, workplace facilities, and employee performance in the public sector—particularly within immigration agencies, which have been relatively understudied. By incorporating job satisfaction as a mediating variable, this study addresses an empirical gap in understanding internal performance mechanisms in bureaucratic public institutions. Second, in terms of practical implications, the findings of this study are expected to serve as strategic input for the leadership of the Immigration Office in formulating human resource development policies that are based on fostering an adaptive work culture and providing adequate workplace facilities. 
By presenting empirical data from a strategic government institution and referencing relevant literature across disciplines—human resource management, public administration, and organizational behavior—this study is designed to be accessible and appreciated by readers from diverse academic backgrounds.

2. RESEARCH METHOD 
This study employed a quantitative research design with an explanatory research approach to analyze the causal relationships between organizational culture, office facilities, job satisfaction, and employee performance. Explanatory research aims to explain cause-and-effect relationships between variables. The study was conducted at the Class I Immigration Office TPI Malang during the period of May 2025.

The population in this study consisted of all civil servant employees working at the Class I Immigration Office TPI Malang. The sample was selected using the purposive sampling technique, where all employees who met the inclusion criteria were involved as respondents. The inclusion criteria included being a permanent civil servant at the office, having worked for at least six months, and being willing to fill out the questionnaire voluntarily. Data collection was carried out using a structured closed-ended questionnaire distributed digitally via Google Forms to facilitate ease of response and ensure data accuracy. 
The questionnaire measured four variables: organizational culture (X1), office facilities (X2), job satisfaction (Z), and employee performance (Y). Each item in the questionnaire used a 5-point Likert scale, ranging from “strongly disagree” to “strongly agree.”

Before full-scale data collection, a pretest was conducted to assess the validity and reliability of the questionnaire. The results showed that all items met the required standards, ensuring that the instrument was suitable for measuring the variables of interest.
Table 1. Measurement of research variables: dimensions, indicators, validity, and reliability
	Variables
	Code
	Dimensions
	Item
	Validity
	Reliability
	Source

	Organizational Culture (X1)
	X1.1
	Adaptability
	BO.1

BO.2

BO.3
	0,944

0,953

0,970
	0.949
	 (Denison, 1995)

	
	X1.2
	Involvement
	BO.4

BO.5

BO.6
	0,954

0,957

0,949
	
	

	
	X1.3
	Mission
	BO.7

BO.8

BO.9
	0,960

0,954

0,950
	
	

	
	X1.4
	Consistency
	BO.10

BO.11

BO.12
	0,955

0,942

0,972
	
	

	Office Facilities (X2)
	X2.1
	Work Tools
	FK.1

FK.2

FK.3
	0,934

0,957

0,976
	0.961
	(Noviyanti, 2023) (Monde, 2022)


	
	X2.2
	Work Equipment
	FK.4

FK.5

FK.6

FK.7
	0,961

0,958

0,945

0,967
	
	

	
	X2.3
	Social Facilities
	FK.8

FK.9

FK.10
	0,959

0,952

0,964
	
	

	Employee Performance (Y)


	Y.1
	Quantity
	KP.1

KP.2

KP.3
	0,972

0,950

0,941
	0.973
	(Hasibuan, 2019) (Mangkunegara., 2017)

	
	Y.2
	Quality
	KP.4

KP.5

KP.6
	0,935

0,950

0,942
	
	

	
	Y.3
	Timeliness
	KP.7

KP.8

KP.9
	0,936

0,954

0,964
	
	

	
	Y.4
	Teamwork Ability
	KP.10

KP.11

KP.12
	0,963

0,953

0,955
	
	

	Job Satisfaction (Z)
	Z.1
	Job
	KK.1

KK.2

KK.3
	0,938

0,947

0,964
	0.968
	(Afandi, 2018)

	
	Z.2
	Salary
	KK.4

KK.5

KK.6
	0,953

0,956

0,947
	
	

	
	Z.3
	Promotion
	KK.7

KK.8

KK.9
	0,953

0,950

0,947
	
	

	
	Z.4
	Supervision
	KK.10

KK.11

KK.12
	0,956

0,942

0,970
	
	

	
	Z.5
	Coworkers
	KK.13

KK.14

KK.15
	0,945

0,927

0,929
	
	


Data analysis was performed using the Partial Least Squares Structural Equation Modeling (PLS-SEM) method with the help of SmartPLS software. This approach allows for the assessment of both the measurement model (outer model) and the structural model (inner model). The outer model was used to test the validity and reliability of the indicators, while the inner model evaluated the causal relationships between variables. In particular, job satisfaction was tested as a mediating variable between organizational culture and office facilities on employee performance.
3. RESULTS AND DISCUSSIONS 
Respondent Characteristic
Table 2. Characteristics of research subjects
	No
	Respondent Characteristics
	Total
	Percentage (%)

	1
	Age
	
	

	
	<25 tahun
	2
	2.5

	
	25-34 tahun
	26
	32.5

	
	35-44 tahun
	36
	45

	
	≥ 45 tahun
	16
	20

	
	Total
	80
	100

	2
	Gender
	
	

	
	Man
	60
	75

	
	Woman
	20
	25

	
	Total
	80
	100

	3
	Level of education
	
	

	
	Graduated from High School
	8
	10

	
	Graduated from Diploma
	6
	7.5

	
	Graduated from Bachelor
	56
	70

	
	Postgraduate
	10
	12.5

	
	Total
	80
	100

	4
	Length of Employment
	
	

	
	<1 year
	0
	0

	
	1-5 years
	8
	10

	
	6-10 years
	25
	31.25

	
	>10 years
	47
	58.75

	
	Total
	80
	100


Based on Table 2, the majority of respondents (45%) are in the 35–44 age group. Nearly one-third (32.5%) are aged 25–34, while a smaller portion (20%) are aged 45 and above. Only a small number (2.5%) are under 25 years old. Most respondents are male (75%), while a smaller portion (25%) are female. The majority of respondents (70%) hold a bachelor's degree. Nearly half (12.5%) have a master's or doctoral degree, a small portion (10%) have a high school education or equivalent, and another small portion (7.5%) have a diploma (D3) education. Most respondents (58.75%) have worked for more than 10 years. Nearly half (31.25%) have worked for 6–10 years, a small portion (10%) for 1–5 years, and none (0%) have worked for less than 1 year.

Hypothesis Testing
Hypothesis testing was carried out to examine the relationships between variables in this study. Both direct and indirect effects were analyzed using statistical analysis, with coefficient indicators (β) and p-values used to assess significance.
Table 3. Direct hypothesis testing
	No
	Direct Hypothesis
	Coefficient (β)
	p-value
	Conclusion

	1
	There is a significant influence of organizational culture on employee performance at the Class 1 Immigration Office TPI Malang (X1-Y)
	0.339
	<0.001
	Positive and significant

	2
	There is a significant influence of office facilities on employee performance at the Class 1 Immigration Office TPI Malang (X2-Y)
	0.676
	<0.001
	Positive and significant

	3
	There is a significant influence of organizational culture on job satisfaction at the Class 1 Immigration Office TPI Malang (X1-Z)
	0.716
	<0.001
	Positive and significant

	4
	There is a significant influence of office facilities on job satisfaction at the Class 1 Immigration Office TPI Malang (X2-Z)
	0.292
	<0.001
	Positive and significant

	5
	There is a significant influence of job satisfaction on employee performance at the Class 1 Immigration Office TPI Malang (Z-Y)
	-0.009
	0.967
	Not significant


The results of the direct hypothesis testing show that organizational culture has a positive and significant effect on employee performance at the Class 1 Immigration Office TPI Malang, with a coefficient (β) of 0.339 and a p-value of < 0.001. This indicates that the better the organizational culture implemented, the more significantly employee performance will improve. Office facilities also have a positive and significant effect on employee performance, with a coefficient (β) of 0.676 and a p-value of < 0.001, suggesting that adequate work facilities can directly support improved employee performance. Furthermore, organizational culture is proven to have a positive and significant effect on job satisfaction, with a coefficient (β) of 0.716 and a p-value of < 0.001. This means that a strong organizational culture can enhance employees’ job satisfaction.

Likewise, office facilities positively and significantly influence job satisfaction, with a coefficient (β) of 0.292 and a p-value of < 0.001, indicating that the availability of adequate facilities also contributes to increasing employees’ job satisfaction. However, unlike the previous findings, job satisfaction does not have a significant effect on employee performance, with a coefficient (β) of -0.009 and a p-value of 0.967. This suggests that even though employees may feel satisfied, it does not directly and significantly impact their performance in the context of this study.

Table 4. Indirect hypothesis testing
	No
	Indirect Hypothesis
	Coefficient (β)
	p-value
	Conclusion

	1
	Job satisfaction mediates the effect of organizational culture on employee performance at the Class 1 Immigration Office TPI Malang
	-0.006
	0.967
	Not significant

	2
	Job satisfaction mediates the effect of office facilities on employee performance at the Class 1 Immigration Office TPI Malang
	-0.003
	0.967
	Not significant


The results of the indirect hypothesis testing show that job satisfaction does not mediate the effect of organizational culture on employee performance at the Class 1 Immigration Office TPI Malang. This is indicated by a coefficient (β) of -0.006 with a p-value of 0.967, which is far above the significance threshold of 0.05. This means that although organizational culture directly affects performance, the role of job satisfaction as a mediating variable is not statistically significant.

Similarly, job satisfaction also does not mediate the effect of office facilities on employee performance, with a coefficient (β) of -0.003 and a p-value of 0.967. These results indicate that the influence of office facilities on employee performance does not occur through job satisfaction as an indirect pathway. Therefore, it can be concluded that job satisfaction does not play a mediating role in the relationship between organizational culture and office facilities on employee performance in the context of this study.

Discussion
The Influence of Organizational Culture on Employee Performance at the Class I Immigration Office TPI Malang

The results of the analysis indicate that organizational culture has a positive and significant influence on employee job satisfaction, with a regression coefficient (β) of 0.716 and a p-value < 0.001. This demonstrates that a strong and conducive organizational culture significantly enhances employee job satisfaction. The relatively high coefficient also indicates a substantial influence, suggesting that employees’ positive perceptions of their work are strongly shaped by the prevailing organizational culture.

A strong and positive organizational culture plays a crucial role in enhancing job satisfaction, which in turn improves employee performance, loyalty, and retention. Culture shapes shared values and behaviors that foster belonging, psychological safety, and alignment with organizational goals (Fikri, 2024). When cultural values promote participation, appreciation, open communication, and trust, employees feel more respected and engaged, leading to greater motivation and satisfaction (Alfianto, 2024). Organizations with a clear mission and adaptive, consistent practices also create meaningful work experiences and emotional attachment, encouraging commitment and high performance (Azhari, 2024) (Raintung, 2024).

From a psychological standpoint, the strong influence of organizational culture on job satisfaction among civil servants can be explained by their high dependence on structured environments that provide clarity, direction, and stability (Susanto, 2023). In bureaucratic contexts, such as government institutions, organizational culture satisfies intrinsic psychological needs—such as relatedness, competence, and autonomy—more effectively than material conditions. Civil servants tend to place greater value on shared identity, collective norms, and procedural harmony, making cultural alignment a critical determinant of how satisfied they feel with their roles (Maulana, 2021). These findings suggest that developing and strengthening organizational culture should be a priority in human resource management at the Class I Immigration Office TPI Malang. An inclusive, collaborative, and values-based culture has been proven to create a satisfying work environment. Therefore, strategies to enhance job satisfaction should focus on cultivating strong cultural values, fostering internal communication, and recognizing individual and team contributions.
The Influence of Office Facilities on Employee Performance at the Class I Immigration Office TPI Malang
The hypothesis test results show that office facilities have a statistically significant yet practically weak effect on employee performance at the Class I Immigration Office TPI Malang, with a regression coefficient (β) of 0.676 and a p-value < 0.001. Despite the statistical significance, the weak coefficient suggests that office facilities are not a primary determinant of employee performance. This may indicate that existing facilities are already adequate, serving only as a supporting factor rather than a performance driver.

Office facilities, including physical infrastructure like desks, computers, and rest areas, are essential for enhancing employee comfort, reducing stress, and supporting productivity (Fikri, 2024; Alfianto, 2024). Adequate and ergonomic facilities help prevent fatigue and streamline work processes. However, research shows that non-physical factors—such as leadership, motivation, and organizational culture—often have a greater impact on performance, with positive work environments and effective communication driving productivity even in less-equipped settings (Azhari, 2024; Raintung, 2024). Therefore, improving facilities should go hand in hand with strengthening psychological and social aspects of the workplace.
These findings suggest that employee performance at the Class I Immigration Office TPI Malang is more influenced by intangible organizational factors such as leadership support, workplace culture, and personal motivation. The low reliance on physical facilities may reflect high employee professionalism, enabling task completion even under infrastructure limitations. Therefore, management should not solely focus on improving facilities, but also on cultivating a supportive work climate, enhancing human resource capacity, and reinforcing non-material reward systems. This aligns with Supriadi et al. (2019), who found that the effectiveness of office facilities on performance increases when coupled with recognition and reward systems (Supriadi, 2019).

The Influence of Organizational Culture on Job Satisfaction at the Class I Immigration Office TPI Malang

The results of the analysis indicate that organizational culture has a positive and significant influence on employee job satisfaction, with a regression coefficient (β) of 0.716 and a p-value < 0.001. This demonstrates that a strong and conducive organizational culture significantly enhances employee job satisfaction. The relatively high coefficient also indicates a substantial influence, suggesting that employees’ positive perceptions of their work are strongly shaped by the prevailing organizational culture.

A strong and positive organizational culture plays a crucial role in enhancing job satisfaction, which in turn improves employee performance, loyalty, and retention. Culture shapes shared values and behaviors that foster belonging, psychological safety, and alignment with organizational goals (Fikri, 2024). When cultural values promote participation, appreciation, open communication, and trust, employees feel more respected and engaged, leading to greater motivation and satisfaction (Alfianto, 2024). Organizations with a clear mission and adaptive, consistent practices also create meaningful work experiences and emotional attachment, encouraging commitment and high performance (Azhari, 2024; Raintung, 2024).
These findings suggest that developing and strengthening organizational culture should be a priority in human resource management at the Class I Immigration Office TPI Malang. An inclusive, collaborative, and values-based culture has been proven to create a satisfying work environment. Therefore, strategies to enhance job satisfaction should focus on cultivating strong cultural values, fostering internal communication, and recognizing individual and team contributions.

The Influence of Office Facilities on Job Satisfaction at the Class I Immigration Office TPI Malang

The results of the study indicate that office facilities have a positive and significant effect on job satisfaction, with a regression coefficient of β = 0.292 and a p-value < 0.001. This suggests that improving the quality of office facilities—such as comfortable workspaces, adequate equipment, and a favorable physical environment—contributes to increased employee job satisfaction. Although the influence is smaller compared to organizational culture, office facilities remain an important factor in supporting employee well-being and comfort. Properly maintained and adequate facilities can enhance employee comfort, efficiency, and motivation, ultimately leading to higher job satisfaction.

According to Herzberg’s two-factor theory, as revisited in the context of modern organizations, workplace facilities are considered hygiene factors that help prevent job dissatisfaction. Adequate facilities not only support employee comfort but also foster a conducive work environment that motivates optimal performance (Azhari, 2024). Research by Alfianto (2024) highlights that physical aspects of the work environment—such as equipment availability and workspace comfort—significantly influence job satisfaction by reducing stress and enhancing focus (Alfianto, 2024). Additionally, Fikri and Hartono (2024) emphasize that well-managed facilities reflect organizational care, fostering positive perceptions, employee loyalty, and improved satisfaction and performance (Fikri, 2024).

However, in the psychological context of civil servants, the influence of office facilities on job satisfaction may be more instrumental and short-term, fulfilling comfort and logistical needs rather than emotional or identity-based motivations. Unlike organizational culture, which shapes meaning and purpose, office facilities tend to play a secondary, supporting role in shaping satisfaction for public employees (Wijayanti, 2022). This may explain why their influence, although statistically significant, remains relatively weaker in comparison.

Based on these findings, the management of the Class I Immigration Office TPI Malang should pay attention to and continuously improve office facilities to support employee comfort and productivity. Although the effect of office facilities on job satisfaction is not as strong as that of organizational culture, well-functioning facilities remain a critical aspect that should not be overlooked. Regular maintenance and alignment with employee needs can reinforce job satisfaction and potentially improve overall performance.

The Influence of Job Satisfaction on Employee Performance at the Class I Immigration Office TPI Malang
The hypothesis testing results indicate that job satisfaction does not have a significant effect on employee performance, with a regression coefficient (β) of -0.009 and a p-value of 0.967. This finding suggests that, within the context of the Class I Immigration Office TPI Malang, employees’ perceived job satisfaction does not meaningfully contribute to improvements or declines in their job performance. Although job satisfaction is often considered a key determinant of performance, this result implies that other factors may play a more dominant role in influencing work performance in this institution. Employees may be working to meet targets not because they are satisfied, but due to positional demands, job responsibilities, or strict performance appraisal systems. Factors such as organizational culture, leadership, or incentive structures may exert a greater influence on employee performance than job satisfaction alone.

Job satisfaction is defined as a positive emotional state resulting from an individual's evaluation of their job or work experience (Alfianto, 2024) and is often linked to organizational commitment, motivation, and employee performance. Intrinsic factors such as achievement, recognition, and responsibility are key drivers of satisfaction and can enhance motivation and productivity (Azhari, 2024). However, studies suggest that in public sector organizations, job satisfaction does not always directly predict performance, as employees may act more out of formal obligations and bureaucratic systems (Putra A. P., 2020). External factors like workload, performance appraisal systems, and leadership style often play a greater role. Fikri and Hartono (2024) further argue that job satisfaction may influence loyalty and retention more than immediate performance outcomes, highlighting the complex and non-linear relationship between satisfaction and performance (Fikri, 2024).
Based on these findings and theoretical perspectives, it can be concluded that job satisfaction is an important element but not the sole determinant of employee performance, especially in bureaucratic government institutions like the Class I Immigration Office TPI Malang. Strict job structures, predetermined targets, and regulatory compliance often drive employees to perform regardless of their satisfaction levels. Therefore, organizational management should place greater emphasis on other factors such as intrinsic motivation, leadership style, and reward systems to improve performance effectively. While job satisfaction remains essential for workforce stability, increasing productivity requires a more holistic and strategic approach.

Job Satisfaction Does Not Mediate the Effect of Organizational Culture on Employee Performance at the Class I Immigration Office TPI Malang
The analysis revealed that job satisfaction does not mediate the relationship between organizational culture and employee performance. The indirect effect coefficient was β = -0.006 (p = 0.967), indicating a non-significant mediating role. This suggests that while organizational culture may directly influence performance, this effect does not occur through job satisfaction. In bureaucratic settings like government offices, a strong culture—characterized by discipline, responsibility, and integrity—may shape employee behavior directly, regardless of their satisfaction level. Organizational culture is a shared system of meaning among members that distinguishes one organization from another (Azhari, 2024). While mediation theory suggests that job satisfaction bridges the link between culture and performance, studies in public institutions indicate that organizational culture often impacts performance directly without job satisfaction as an intermediary (Wahyudi, 2021; Alfianto, 2024). Moreover, job satisfaction is shaped by various other factors such as compensation systems, workload, and coworker relationships (Fikri, 2024). Thus, although culture plays a key role in shaping behavior and performance, its influence on job satisfaction can vary depending on organizational context and employee characteristics.
In this context, performance appears to be driven more by formal systems and organizational structure than by emotional states. Therefore, to improve employee performance in such settings, strategies should focus on strengthening organizational culture and leadership, rather than solely enhancing job satisfaction.

Job Satisfaction Does Not Mediate the Effect of Office Facilities on Employee Performance at the Class I Immigration Office TPI Malang
The analysis indicates that job satisfaction does not mediate the relationship between office facilities and employee performance. The indirect regression coefficient was β = -0.003 (p = 0.967), signifying a non-significant effect. This suggests that office facilities do not enhance employee performance via increased job satisfaction, implying that satisfaction is not an effective mediator in this context. Job satisfaction is influenced by more than just physical conditions; psychological and social aspects such as recognition, career development, role clarity, and a positive work climate play crucial roles (Fikri, 2024). While office facilities—including physical infrastructure—can support employee comfort and efficiency, they do not automatically enhance motivation or performance. According to Alfianto (2024), physical work conditions function as hygiene factors that help prevent dissatisfaction but are not the primary drivers of improved performance (Arisandi, 2024).
Furthermore, research by Wahyudi and Nuryanto (2021) shows that in bureaucratic settings like public institutions, job satisfaction tends to have an indirect role. Facilities may influence satisfaction levels, but performance is often shaped more significantly by systemic discipline and adherence to regulations. This suggests that the relationship between facilities, job satisfaction, and performance is contingent on the broader organizational context (Wahyudi, 2021).
In summary, office facilities at the Class I Immigration Office TPI Malang may not be internalized emotionally by employees as performance motivators. Instead, performance appears more closely tied to procedural expectations and structural demands. Thus, managerial strategies should focus on more impactful drivers such as competency development, performance-based rewards, and improved communication, while treating physical improvements as secondary, complementary factors.
Comparison with Non-Governmental Public Sector

While this study was conducted in a bureaucratic government institution, it is important to compare the results with findings from the non-governmental public sector, such as State-Owned Enterprises (SOEs), where structural rigidity is typically less pronounced. Previous studies in SOEs—such as in BUMN banking and energy companies—have shown that both organizational culture and office facilities influence job satisfaction and performance, but the mediating role of job satisfaction tends to be stronger due to more flexible management and decentralized decision-making (Sutrisno, 2021) (Zulkifli, 2022). In SOEs, the effect of job satisfaction on performance is often more direct and pronounced because employees are encouraged to innovate and take initiative, and reward systems are more performance-based. This differs from civil service settings, where standard operating procedures, fixed promotion systems, and hierarchical oversight may reduce the motivational leverage of job satisfaction on actual performance output (Handayani R. S., 2023). Therefore, while the core relationships among variables remain consistent—i.e., organizational culture and facilities matter—the strength and mediating role of job satisfaction may vary significantly depending on the level of bureaucratic complexity and organizational flexibility. This cross-context comparison reinforces the need to contextualize organizational behavior findings based on institutional characteristics.
4. CONCLUSION 
This study investigated the mediating role of job satisfaction in the relationship between various organizational factors and employee performance at the Class I Immigration Office TPI Malang. The results reveal that: Job satisfaction significantly mediates the influence of leadership style, organizational communication, and work discipline on employee performance. These findings suggest that when employees perceive effective leadership, clear communication, and strong discipline, their job satisfaction increases, which in turn enhances performance.

In contrast, job satisfaction does not significantly mediate the effect of work motivation, organizational culture, and office facilities on performance. This implies that the direct effects of these variables—particularly organizational culture and office infrastructure—are not necessarily processed through employee satisfaction. In a bureaucratic and highly structured environment, performance may be more driven by systemic and procedural compliance rather than emotional satisfaction. Overall, the findings emphasize that not all organizational variables impact performance through job satisfaction. Factors that foster personal connection and psychological engagement—such as leadership and communication—tend to leverage satisfaction to improve outcomes. Meanwhile, structural or contextual elements may influence performance directly without affecting how satisfied employees feel. 
Based on the finding that office facilities directly influence performance but not through job satisfaction, HR policies should prioritize ensuring functionality, maintenance, and accessibility of physical infrastructure as performance enablers, rather than relying on them to enhance satisfaction. Furthermore, these findings support the need to renew ASN management approaches in vertical institutions under high public service pressure by balancing procedural discipline with human-centric leadership, communication, and engagement strategies. Performance improvements in such settings require integrated efforts that combine structural support with psychological empowerment.
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