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 This study investigates the influence of organizational culture and big 
data analytics on employee performance, with organizational support 
as a mediating variable. Conducted at PT XYZ, a company in the 
essential goods sales industry (including rice, eggs, fruits, and 
vegetables), the research involved 90 employees using a quantitative 
approach. Data collection utilized questionnaires with a 5-point Likert 
scale, and the analysis employed Partial Least Squares Structural 
Equation Modelling (PLS-SEM) to explore relationships among 
variables. The results revealed several key insights. First, big data 
analytics does not significantly organizational support, while 
organizational culture positively and significantly affects it. Second, 
organizational support does not significantly impact employee 
performance, but both big data analytics and organizational culture 
have direct positive effects on employee performance. Third, mediation 
testing showed that organizational support does not mediate the 
relationship between big data analytics and employee performance, nor 
between organizational culture and employee performance. Based on 
these findings, it is recommended that PT XYZ prioritize enhancing 
employee capabilities, particularly among leaders, in communication 
and collaboration, to better utilize company support, such as systems 
and big data analytics. Additionally, establishing a strong 
organizational culture can significantly boost employee performance by 
fostering a supportive and comfortable work environment. The study 
highlights the importance of integrating technology and culture to 
achieve organizational success. 
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INTRODUCTION 

The development of technology and digitalization presents significant challenges for 
companies, especially in the competitive and dynamic consumer goods industry. One way 
for companies to gain a competitive edge is using big data analytics, which helps in 
understanding consumer behavior patterns, predicting market trends, and improving 
operational efficiency (Mikalef et al., 2019). This technology enables the processing of large 
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volumes of structured and unstructured data from various sources such as social media, IoT 
devices, sales transactions, and operational systems (Gandomi & Haider, 2015).  

However, the success of big data implementation depends on a 
supportive organizational culture. A strong organizational culture fosters collaboration, 
innovation, and data-driven decision-making, enhancing the company's adaptability in 
dynamic markets (Azeem et al., 2021). In the context of big data, a data-driven 
organizational culture becomes increasingly vital for leveraging the potential of innovation 
and digital transformation (Nguyen et al., 2024). 

In addition, organizational support plays a crucial role. Perceived Organizational 
Support (POS), referring to employees' perceptions of how much the organization cares 
about their well-being, strengthens the relationship between organizational culture and 
employee performance (Rhoades & Eisenberger, 2002). This support ensures that 
employees can effectively utilize big data technology to enhance their performance and 
adaptability (Alqudah et al., 2022). 

PT XYZ, operating in the basic needs sales industry, has begun adopting big data 
analytics to monitor market trends, consumer behavior, and sales performance. However, 
the company faces challenges in ensuring that its organizational culture and support help 
employees optimize the use of this technology. This study aims to analyze the influence 
of organizational culture and big data analytics on employee performance, 
with organizational support as a mediating factor, as well as to identify the synergy among 
these three elements to enhance the company's performance. 

 
Literature Review and Hypotheses Development 
The Relationship between Big Data and Organizational Support 
The hypothesis that big data positively influences organizational support is based on its 
ability to enhance employees’ perception of organizational care. Big data enables efficient 
data collection and analysis, improving decision-making, resource allocation, and 
transparency. According to Gupta and George (2016), big data adoption enhances 
understanding of employee needs and supports HR strategies. Akter et al. (2016) found 
that big data fosters adaptive and responsive workplaces, while Kurtessis et al. (2017) 
emphasized its role in providing personalized support. By leveraging data-driven insights, 
organizations strengthen perceived support among employees. 
H1: Big data usage significantly and positively affects organizational support. 
 
The Relationship between Organizational Culture and Organizational Support 
A big data-driven organizational culture significantly impacts employees' perceptions of 
organizational support by enabling data-driven, transparent decision-making. Gupta and 
George (2016) highlight that big data enhances managerial decisions by providing 
comprehensive insights into employee performance and HR needs. Akter et al. (2016) 
emphasize its role in fostering quick, efficient responses to workplace changes, improving 
employees' perceptions of continuous support. Davenport and Harris (2017) note that data-
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driven cultures promote fairness in performance evaluations and decisions, reducing bias 
and building trust. This strengthens Perceived Organizational Support (POS) by addressing 
employee needs effectively (Akter et al., 2016). Furthermore, Eisenberger et al. (2020) and 
Kurtessis et al. (2017) found that data-informed support increases employee engagement 
and commitment.  
H2: Big data-driven organizational culture positively affects organizational support. 
 
The Relationship between Organizational Support and Employee Performance 
The influence of organizational support on employee performance has been a central focus 
in research due to its role in enhancing productivity and employee well-being. 
Organizational support refers to the extent to which employees feel valued and supported 
by their organization through resources, recognition, and attention to their welfare. Studies 
indicate that employees who perceive high levels of support tend to perform better, driven 
by increased emotional attachment and motivation to contribute maximally to the 
organization (Kurtessis et al., 2017). According to the Perceived Organizational Support 
(POS) theory, employees who feel their organization cares about their well-being are more 
committed and motivated to excel in their roles (Eisenberger et al., 2020). Organizational 
support also helps mitigate workplace stress, enabling employees to handle high job 
demands effectively by providing necessary resources like training or technology (Bakker & 
Demerouti, 2018). Furthermore, support fosters organizational citizenship behavior (OCB), 
encouraging employees to voluntarily assist colleagues and enhance organizational success 
(Caesens et al., 2019). It also promotes perceptions of fairness, boosting commitment and 
motivation (Kundu & Lata, 2017). In coclusion, organizational support significantly employee 
performance by creating a positive work environment, reducing stress and encouraging 
proactive behaviour. 
H3: Organizational support positively influences employee performance 
 
The Relationship between Big Data and Employee Performance 
Big data significantly impacts employee performance by providing detailed, data-driven 
insights into work behavior, decision-making, and efficiency. It allows organizations to 
collect and analyze large datasets to make informed decisions, especially in employee 
management. McAfee and Brynjolfsson (2017) highlight that big data enhances training 
programs, refines reward systems, and streamlines workflows, increasing productivity. 
Real-time monitoring capabilities enable companies to deliver immediate feedback, 
improving employee engagement and addressing performance gaps effectively (Akter et al., 
2016). Davenport and Harris (2017) emphasize that big data supports personalized 
performance strategies by tailoring solutions based on data from sources like surveys and 
digital tools. Predictive analytics helps identify challenges, such as workload imbalances, 
allowing organizations to proactively address employee needs, improving well-being and 
output (Grander et al., 2021). Furthermore, access to relevant data fosters autonomy, 
motivation, and efficiency, driving better performance outcomes (Deci et al., 2017) 
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H4: Big data positively influences employee performance. 
 
The Relationship between Organizational Culture and Employee Performance 
Organizational culture significantly impacts employee performance by shaping values, 
norms, and practices that influence behaviour and productivity. A strong, positive culture 
enhances motivation, engagement, and commitment, driving better performance outcomes. 
Robbins et al. (2013) highlight that cultures fostering innovation, openness, and 
collaboration encourage employees to be proactive and contribute to organizational goals. 
Cultures prioritizing employee well-being, inclusivity, and career development also boost 
engagement and reduce turnover, leading to higher motivation and performance (Hartnell et 
al., 2019). According to the Competing Values Framework, flexible and adaptive cultures 
promote autonomy and innovation, which positively affect performance (Rodriguez & 
Walters, 2017). Cohesive cultures align employee values with organizational goals, 
fostering motivation and contribution to success (Makumbe & Washaya, 2022). Transparent 
and collaborative cultures improve efficiency by enabling access to relevant information and 
support (Zheng, 2017) 
H5: Organizational culture positively influences employee performance.  
 
Organizational Support as a Mediator Between Big Data and Employee Performance 
Organizational support plays a crucial role in mediating the impact of big data on employee 
performance. While big data provides deep insights into employee behavior and needs, its 
influence on performance depends heavily on the support provided by the organization. 
McAfee and Brynjolfsson (2017) highlight that data-driven decision-making has a greater 
impact when accompanied by effective support, such as tailored training and development 
programs. Akter et al. (2016) and González et al. (2020) emphasize that big data helps 
organizations design specific support strategies, including skill-based training, which 
directly enhances employee productivity. Grander et al. (2021) note that big data-driven 
strategies foster a supportive environment, boosting performance. Additionally, data-based 
organizational support strengthens perceptions of fairness. Objective decision-making using 
big data enhances employee engagement and motivation (Kurtessis et al., 2017; Davenport 
& Harris, 2017). By reducing stress and improving well-being through targeted actions, 
organizational support transforms big data insights into measurable performance 
improvements (Eisenberger et al., 2020).  
H6: Organizational support mediates the relationship between big data and employee 
performance.  
 
Organizational Support as a Mediator Between Organizational Culture and Employee 
Performance 
Organizational support serves as a critical mediator in the relationship between 
organizational culture and employee performance. A strong organizational culture shapes 
shared values, norms, and practices that influence employee behavior. However, its impact 
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on performance is largely determined by the level of perceived organizational support. 
Eisenberger et al. (2020) argue that support mechanisms allow employees to feel valued, 
especially in cultures that promote autonomy and growth opportunities. Kurtessis et al. 
(2017) highlight that organizational support enhances the effects of culture by fostering a 
work environment that prioritizes well-being and motivation. Cultures encouraging 
collaboration and innovation, combined with organizational support, boost employee 
engagement and commitment (Robbins et al., 2013). Recognition and tangible support, 
such as resources and career development, ensure cultural values translate into improved 
performance (Hartnell et al., 2019). Davenport and Harris (2017) emphasize that data-
driven cultures strengthen fairness and transparency in decision-making, increasing 
motivation and performance. By integrating big data analytics, organizations can better 
adapt to employee needs and provide data-informed support, fostering continuous 
feedback and productivity improvements (Grander et al., 2021). 
H7: Organizational support mediates the relationship between organizational culture and 
employee performance.  

 
 

Figure 1. Research Model 
 

RESEARCH METHOD 
This study employs a quantitative approach to analyze the relationship between big data 
(BD), organizational culture (OC), organizational support (OS), and employee performance 
(EP). The research focuses on employees of PT XYZ, operating in the essential goods sales 
industry, with a minimum work tenure of 9 months to ensure familiarity with performance 
evaluations. Data were collected through questionnaires using a 5-point Likert scale, 
ranging from "strongly disagree" to "strongly agree." The unit of analysis is individual, with 
each respondent providing data for statistical analysis. A correlational analysis approach 
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was used to test hypotheses and determine significant relationships between variables. 
Data collection occurred within a specific time frame, applying interval scales to measure 
latent variables for deeper analysis, such as mean and standard deviation. The study uses 
Partial Least Squares Structural Equation Modelling (PLS-SEM) to examine the direct and 
indirect effects of the variables. This method ensures accurate statistical testing of the 
research hypotheses. 

 
RESEARCH RESULT 

Demographic  Profile Respondent 
The respondent profile for this study consists of active employees of PT XYZ who have been 
employed for more than 12 months as of October 30, 2024. Based on the calculation for 
determining the number of respondents, this study involved 90 qualified respondents, 
achieving a 100% response rate. Below are the descriptions and categories of the 
respondent. 

Table 1. Demographic  Profile Respondent 
Description Category Frequency Percentage (%) 

Gender 
Male 41 46% 
Female 49 54% 

Ages 

22-25 14 16% 

>25-30 30 33% 
>30-35 20 22% 

>35-40 13 14% 

>40-45 5 6% 
>45-50 5 6% 

>50-55 3 3% 

Marital Status 
Single 47 52% 
Married 43 48% 

Working Period 

<1-2 Year 47 52% 

>2-3 Years 16 18% 
>3-4 Years 15 17% 

>4 Years 12 13% 

Convergent Validity Result 
In Table 2, it is shown that the AVE results for each variable are above 0.5. Therefore, it can 
be concluded that all variables meet the requirements and can be further analyzed. 

Table 2. Convergent Validity 
Variable  Indicator Loading (>0.7) AVE (>0.5) 

Big Data BD1 0,719 
0,622 

BD2 0,754 
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Variable  Indicator Loading (>0.7) AVE (>0.5) 
BD3 0,847 
BD4 0,826 
BD5 0,847 
BD6 0,727 

Organizational Culture 

OC1 0,709 

0,602 

OC3 0,776 
OC4 0,788 
OC5 0,815 
OC6 0,841 
OC7 0,833 
OC8 0,776 
OC9 0,718 

OC10 0,717 

Organizational Support 

OS1 0,816 

0,664 

OS2 0,798 
OS3 0,783 
OS4 0,736 
OS5 0,845 
OS6 0,793 
OS7 0,860 
OS8 0,874 
OS9 0,820 

Employee Performance 

EP1 0,776 

0,610 

EP2 0,715 
EP3 0,797 
EP4 0,751 
EP5 0,812 
EP7 0,830 

Source: Primary Data Processed 
Discriminant Validity Results 
The data shown in Table 3 indicates that the HTMT ratio results are below 0.9. Based on 
the test results, it can be concluded that each indicator of the latent variables has been 
uniquely and distinctly measured from other indicators. In other words, the discriminant 
validity of the research model has been achieved. These results demonstrate that each 
indicator is most appropriate for measuring its respective construct. This means that the 
indicators are specifically capable of measuring their respective constructs. Therefore, it can 
be assured that the data obtained from the research variables is reliable for answering the 
proposed research question. 

Table 3. Discriminant Validity 
Variable BD EP OC OS OS x OC OS x BD 

BD             
EP 0,771           
OC 0,762 0,862         
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OS 0,742 0,840 0,883       
OS x OC 0,177 0,324 0,433 0,425     
OS x BD 0,289 0,332 0,263 0,326 0,622   

Source: Primary Data Processed 
Construct Reliability Results 
Reliability testing was conducted by evaluating construct reliability, which measures the 
consistency of an instrument in assessing the same concept across different conditions and 
repeated measurements. This ensures the instrument is not only valid but also stable and 
reliable. In the second stage of the outer model analysis, construct reliability was assessed 
using Cronbach's Alpha and Composite Reliability, with a threshold of 0.7. Constructs 
exceeding this value are considered reliable, indicating consistency and dependability in the 
indicators used. As shown in Table 4, all Cronbach's Alpha and Composite Reliability values 
are above 0.7, confirming that all variables in this study meet the reliability and validity 
criteria. 

Table 4. Construct Reliability 
Variable   Cronbach's Alpha >0,7 Composite Reliability >0,7 

Big Data 0,878 0,908 
Employee Performance 0,873 0,904 
Organizational Culture 0,917 0,931 
Organizational Support 0,937 0,947 

Source: Primary Data Processed 
Collinearity Results 
Multicollinearity testing examines the relationship between independent variables (Hair Jr et 
al., 2019). The Variance Inflation Factor (VIF) is used to assess dependency levels among 
independent variables. A VIF value below 5 indicates no multicollinearity, meaning there is 
no strong correlation between independent variables that could bias the analysis. As shown 
in Table 5, all variables have VIF values below 5, confirming that there is no multicollinearity, 
and the variables are valid for further analysis. 

Table 5. Coefficient of Determination 
Variable BD EP OC OS 

BD   2,339   1,934 
EP         
OC   4,981   1,934 
OS   4,395     

OS x OC   2,129     
Source: Primary Data Processed 

R-Square Results 
In Table 6, the R² results meet the standard criteria for variable acceptance. The mediation 
variable, organizational support, has an R² value of 0.804, indicating that big data and 
organizational culture explain 80.4% of the variance in organizational support, with the 
remaining 19.6% influenced by other variables not included in this study. For the variable 
employee performance, the R² value is 0.668, which means that big data, organizational 
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culture, and organizational support collectively explain 66.8% of the variance in employee 
performance. The remaining 33.2% is explained by other variables not examined in this 
study, such as work-life balance. According to a prior study by Arif and Farooqi (2014), 
work-life balance supported by organizational policies, such as flexible working hours and 
managerial support, helps reduce work stress, increase job satisfaction, and strengthen 
organizational commitment. Another potential factor is the role of Human Resource 
Management Practices (HRMP). Previous research suggests that HRMP involving effective 
communication, clear job descriptions, comprehensive training, and active participation 
enhances employee commitment and effectiveness (Alqudah et al., 2022). 

Table 6. R-Square Results 
Variable R-square R-square adjusted 

Employee Performance 0,687 0,668 
Organizational Support 0,809 0,804 

Source: Primary Data Processed 
Predictive Relevance Results (Q2) 
The predictive relevance (Q²) test assesses how well independent variables predict 
dependent variables within the research model. Hair et al. (2021) categorize Q² values as 
small (0–0.25), medium (0.25–0.5), and high (>0.5), with values closer to 1 indicating 
greater predictive accuracy. Table 7 shows that organizational support has high predictive 
relevance (Q² > 0.5), while employee performance demonstrates medium predictive 
relevance (Q² between 0.25 and 0.5) 

Table 7. Predictive Relevance Results 
Variabel Q² Predict 

Organizational Support 0.519 
Employee Performance 0.398 
Source: Primary Data Processed 

Effect Size (f2) 
The effect size (F²) test evaluates the contribution of independent variables in influencing 
dependent variables, classifying the impact into three categories: small (F² > 0.02), medium 
(F² > 0.15), and large (F² > 0.35). If F² is below 0.02, the variable has no significant effect 
(Hair Jr et al., 2019). As shown in Table 8, big data and organizational culture have a strong 
influence on organizational support and employee performance. Additionally, organizational 
support, mediated by organizational culture, shows a strong effect on employee 
performance, while organizational support, mediated by big data, has a medium effect on 
employee performance. 

Table 8. Effect Size Results 
Path f-square 

BD -> EP 0,067 
BD -> OS 0,030 
OC -> EP 0,077 
OC -> OS 1,829 
OS -> EP 0,046 
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OS x OC -> EP 0,048 
OS x BD -> EP 0,023 

Source: Primary Data Processed 
Hypothesis tests 
The results of hypothesis testing in Table 9 reveal mixed findings. The relationship between 
big data and organizational support was not supported, as indicated by a t-statistic below 
1.645 and a p-value above 0.05, despite a positive original sample value. However, the 
influence of organizational culture on organizational support was supported, showing a 
strong positive relationship of 82.3%. Similarly, the impact of big data on employee 
performance was supported, with a positive relationship of 22.2%, while the influence of 
organizational culture on employee performance showed a stronger positive effect of 
38.1%. Conversely, the influence of organizational support on employee performance was 
not supported, as the p-value exceeded 0.05, despite a positive trend. Regarding mediation 
effects, organizational support did not mediate the relationship between big data and 
employee performance, with a negative original sample value. Additionally, the mediation of 
organizational support between organizational culture and employee performance was not 
supported, as the t-statistic fell below the threshold and the p-value was above 0.05. 

Table 9. Summary of Statistics Hypothesis Testing Results 

Hypothesis   Original 
Sample (O) 

  T Statistics 
(|O/STDEV|) 

P 
Values 

Result 

Big Data -> Organizational Support 0,105 1,465 0,143 
Not 

Supported 
Organizational Culture -> Organizational 
Support 0,823 13,759 0,000 Supported 

 Organizational Support -> Employee 
Performance  0,279 1,853 0,064 

Not 
Supported 

Big Data  -> Employee Performance 0,222 2,535 0,011 Supported 
Organizational Culture -> Employee 
Performance 0,381 2,566 0,010 Supported 

Organizational Support x Big Data-> 
Employee Performance -0,139 1,439 0,150 

Not 
Supported 

Organizational Support x Organizational 
Culture -> Employee Performance 0,053 0,762 0,446 

Not 
Supported 

Source: Primary Data Processed 
Results and Discussion 
This study investigates the influence of big data, organizational culture, and organizational 
support on employee performance at PT XYZ by analyzing seven hypotheses. The findings 
reveal mixed outcomes, highlighting areas of success and improvement. While the 
hypothesis that big data positively impacts organizational support was not supported, the 
analysis showed a positive original sample value. Interviews with employees revealed that 
limitations in technology implementation, which was confined to specific staff levels, and 
insufficient training created a disconnect between employees and the perceived benefits of 
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big data. Employees used the system within their understanding but lacked the support 
needed to maximize its potential, weakening the connection between big data and 
organizational support. 

Hypothesis 1, that big data positively influences organizational support was not 
supported, as indicated by the statistical analysis. Although the original sample value was 
positive, interviews revealed limitations in technology implementation, which was confined 
to certain staff levels. This restricted adoption led employees to feel disconnected from the 
benefits of big data. Additionally, employees lacked training on how to utilize big data 
systems effectively, creating a knowledge gap that hindered the perception of support from 
big data utilization. 

Hypothesis 2, that organizational culture positively influences organizational support 
was supported, with a strong relationship of 82.3%. PT XYZ emphasizes its corporate 
culture through daily activities like briefings, company marches, and consistent 
reinforcement during recruitment and training. The integration of a data-driven culture 
enables quick and accurate responses to workplace changes, fostering employee 
perceptions of continuous support. Management’s consistent efforts to align employee 
understanding with company goals further strengthen this relationship. 

Hypothesis 3, that organizational support influences employee performance was not 
supported, despite a positive trend. Interviews revealed issues such as unclear 
communication from supervisors, inconsistent policies, and limited understanding of the 
company’s vision and mission among employees. These factors created confusion and 
stress, reducing the effectiveness of organizational support in enhancing employee 
performance. 

Hypothesis 4 that big data positively influences employee performance was 
supported, with a moderate relationship of 22.2%. Big data enabled detailed analyses of 
employee behavior, improving training, reward systems, and workflow optimization. 
Interviews highlighted that while not all employees utilized big data fully, managers 
effectively leveraged historical data for decision-making, such as business expansion and 
negotiations, resulting in improved performance outcomes. 

Hypothesis 5, that organizational culture positively influences employee performance 
was supported, with a significant relationship of 38.1%. PT XYZ’s strong culture fosters 
innovation, openness, and collaboration, motivating employees to perform better. Interviews 
confirmed that employees felt motivated by the supportive and comfortable work 
environment created by the company’s cultural initiatives. 

Hypothesis 6, that organizational support mediates the relationship between big data 
and employee performance was not supported. Interviews revealed a lack of comprehensive 
understanding and utilization of big data systems among staff, as well as limited two-way 
communication between employees and management. These issues weakened the 
mediation effect of organizational support. 

Hypothesis 7, that organizational support mediates the relationship between 
organizational culture and employee performance was also not supported. Despite a 
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positive cultural environment, differences in perception and understanding of the company’s 
expectations among employees and leaders limited the full implementation of support 
systems. Interviews indicated that while employees valued corporate culture, they lacked 
clarity on how data-driven practices aligned with company goals and enhanced 
performance. In summary, this study underscores the need for PT XYZ to enhance its 
training programs, foster clearer communication, and bridge knowledge gaps to align 
technology, culture, and support more effectively. These efforts are crucial for maximizing 
the benefits of big data and organizational culture in improving employee performance. 
 

CONCLUSION 
This study aimed to examine whether big data and organizational culture influence 
employee performance, mediated by organizational support, at PT XYZ. This quantitative 
research involved 90 employees of PT XYZ as the sample, with data collected through a 
questionnaire distributed via Google Forms. The responses were analyzed using SmartPLS 
4 software. The findings revealed that big data does not have a positive or significant 
influence on organizational support, while organizational culture has a positive and 
significant impact on organizational support. Organizational support itself does not have a 
positive or significant effect on employee performance. However, big data positively and 
significantly influences employee performance, as does organizational culture. Furthermore, 
big data does not exhibit a positive or significant relationship with employee performance 
through organizational support, nor does organizational culture show a positive or 
significant relationship with employee performance through organizational support. 
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