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Abstract.On August 9, 2021, in Indonesia, the Bank Syariah Indonesia (BS) was established through the merger of
three Islamic banks. It is expected that the B, as the largest Islamic bank, will be capable of encouraging national
economic growth. However, to ensure effective operation, the bank's management must carefully study and analyze
employee culture, motivation, and skill changes that affect their performance. This study aims to identify the impact of
organizational culture, competence, and work motivation on employee performance at Bank Syariah Indonesia.
Thesample of this study was permanent employees at Bank Syariah Indonesia's head office. Operationalization
variables to develop research instruments, the authors use the indicators used by previous studies because they have
been tested and validated.Data analysis methods using SEM (Structural Equation Model) with SPSS (Satistical
Program for Social Science) and Amos 26 software. This study shows that organizational culture, employee
competence, and motivation has a significant positive effect on employee performance. The organizational culture
variable does not significantly affect work motivation at PT Bank Syariah Indonesia. In addition, work competence has
a dignificant positive effect on work motivation. In recent years, the acceleration of globalization, increasing
competition and the development of information and communication technologies have added new concepts such as
knowledge and innovation to organizational culture. So, the Bank Syariah Indonesia should be able to combine Islamic
values and Industry 4.0 to create a comfortable working climate for employees.
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EKoHOMmiKa Ta MeHeaXMeHT
®ipman KypusBan CAIL

Jeporcasnuil ynisepcumem [ icaxapmu, m. Jcaxapma, lnoonesis

Yeen CYT'Y ]

Hepoicasnuil ynisepcumem [icakapmu, m. [ocaxapma, Inoonesis

Kpicrian Bipanenai BOJIOP

Hepoicasnuii ynisepcumem [icakapmu, m. [ocaxapma, Inoonesis

AHaJi3 epekTUBHOCTI po00oTH cniBpoOiTHUKIB IciaMmcbkoro 0anky Inionesii

Anomayin. 9 cepnns 2021 poky 6 InOonesii winsixom 3aumms mpbox iCiamMcbkux 6anxie Oyno cmeopeno Icramcokuil
banx Inoonesii (Bank Syariah Indonesia). Ouixyemobcs, wo yeil 6anx 3modxce 300X0uyeamu HAYIOHAIbHE eKOHOMIUHE
spocmanns. OO0Hak, wob 3abesneuumu epexkmusny podomy, KepisHUymeo OAHKY NOBUHHO YEANCHO GUSHAMU Ma
ananizysamu Kyiomypy, MOmMueayilo ma 3MIHU HABUYOK CBOIX NpayiéHuKis, AKi 6NIUGAIOMb HA IXHIO poOOMY.
Lle Oocnioocennsi mae Ha memi SUABUMU BNIUE OPSAHIZAYIUHOI KYIbMYpuU, KOMHEMEeHMHOCMI ma Momueayii Ha
epexmusnicmo  cnigpobimuuxie Icnamcvroeo 6amnky Inoowesii. O0'ekmom ybo2o O00CHIONCEHHs OVIU NOCMIUHI
CRigPOOIMHUKY  207108H020 Ogicy 6anky. Y eubopi memoOon02iuH020 IHCMPYMEHMAPI0 asmopu ONUPaIUcCs, Ha
nonepeoni docuioxcennst. J{ns ananizy oanux suxopucmano SEM-modens (Modenv cmpykmypHux pignsinw) i3 nakemom
PSS (Cmamucmuuna npocpama 015 COYIANbHUX HAYK) ma npoepamue 3abesneuenns AMOS 26. Lle docnidcenns
NnoKazye, Wo Op2aHizayitina Kyiomypa, KOMNEemeHmHICmb | MOMU8ayis Npayi6HUKie Maiomov 3HAYHUL NO3UMUGHUL
8NIUG HA iX pe3yTbmamugHicms. B moti dice uac, 3MiHHaA Opeani3ayitinol KyIbmypu iCHOmMHO He 8NIUBAE HA MOMUBAYTIO
npayisnuxie Icnamcokoco 6anxy Inoouesii. Kpim moeo, KomnemeHmuicmv CYMMEBO [ NO3UMUBHO BNIUBAE HA
Mmomusgayito npayi. B ocmanni poxu npuckopenus enobanizayii, nocuneHHs KOHKYpeHyii ma po3eumox ingopmayitino-
KOMYHIKAYILIHUX TMeXHON02itl 000anu 00 Op2ani3ayiiiHoi Ky1bmypu HO8i NOHAMMSA, MAKi AK 3HaAHHA ma iHHosayii. Tomy
KepigHuymeo OaHKy MA€ NOEOHAMU [CIAMCLKI YIHHOCMI MA CYYACHI MeXHON02il Ol CMBOPEeHHsT KOM@OPMHO20
P0O0U020 KNiMamy OJisl C80IX CNiBPOOIMHUKIE.

Kntouoei cnosa: opeanizayiiina Kynemypa, KoMnemeHmHicms CniepoOimuuKie, Momueayis npayi, pe3ynbmamusHicmy

cnigpobimuukie, baukiscvka cgepa.

INTRODUCTION

Employees are important organizational assets
because they contribute positively to achieving
organizational goals through their performance (Setiorini,
2018).

On August 9, 2021, in Indonesia, the Bank Syariah
Indonesia (BSI) was established through the merger of
three Islamic banks from the Association of State-Owned
Banks (Himbara), namely: PT Bank BRI Syariah (BRIS),
PT Bank Syariah Mandiri (BSM) and PT Bank BNI
Syariah (BNIS) (Alhusain, 2021). The merger of the three
Islamic banks is a breskthrough in the policy of the
Indonesian government with the hope of being able to
compete because the BSI is the largest Ilamic bank
capable of encouraging national economic growth.

However, to ensure effective operation, the bank's
management must carefully study and analyze employee
culture, motivation, and skill changes that affect their
performance. Managing the business wel is very
important as it is a tool to maintain business continuity
and maintain the trust of stakeholders.

This study ams to identify the impact of
organizational culture, competence, and work motivation
on employee performance at Bank Syariah Indonesia.

LITERATURE REVIEW

Employee performance

Thao and Hwang (2015) explain that employee
performance is the achievement of individual tasks and
responsihilities selected, influenced and measured by the
organization, using previously accepted standards.

Employee performance can be driven by actively
delivering training programs, as rapidly changing
technology is an issue for organizations to retain top
talent (Mulia et al., 2020). The performance of employees
in each organization is very important for the growth of
the organization and the growth of individual employees
(Meyer & Peng, 2016).

Organizational culture

Organizational culture is a set of shared assumptions
that guide what happens in an organization by defining
appropriate behaviour for various situations (Ravas &
Schultz, 2006). Organizational culture influences how
people and groups interact with each other, with
customers and with stakeholders. In  addition,
organizational culture can influence how employees
identify with their organization (Schrodt, 2002).
Organizational culture is the unique element that gives
the company a personality that its stakeholders can pay
attention (Dorda and Shtémbari, 2019). In recent years,
the acceleration of globalization, increasing competition
and the development of information and communication
technologies have added new concepts such as
knowledge and innovation to organizationa culture
(Yildiz, 2014).

Employee competence

The basic understanding of human resource
management is that low-skilled human resources will lose
their jobs, as industrial revolution 4.0 will lead human
resources to have higher skills (Wijaya, 2020). Emerging
technologies such as the Internet of Things, Big Data and
Artificia Intelligence will automate most HR processes,
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resulting in streamlined and lean HR teams. Changes in
organizational structure and leadership style will be
required for the effective implementation of Smart
Human Resources 4.0, which will alow the HR
department to play a more strategic role in the overal
growth of the organization (Shaw and Ranjana, 2018).

Work motivation

Motivation is necessary for a business to achieve
business goals (Cho & Yang, 2018). The different
sources of motivation must be taken into account because
no human being is aike. An organization or business
needs to ensure that with the motivation of employees,
they can provide resilience and strength to achieve what
they want (Maswar et al., 2020). Employees desire to
keep a job based on a feeling of need for work, but the
level of need for work is no guarantee that the employee
will not move or seek other employment (Nawangsih and
Dewi, 2019). According to Widodo (2015), motivation is
a force that exists inside a person, which drives their
behaviour to take action. Motives (needs and wants)
encourage employees to act. This makes motivation the

Organizational
culture (X1)

most important aspect of any organizational framework
and creates an environment that facilitates and helps
employees perform optimally (Chandrakant, 2017).

RESEARCH METHODOLOGY

Research hypothesis

It is assumed that organizational culture, competence
and motivation have a strong causal effect on employee
performance of Bank Syariah Indonesia. Therefore, the
hypothesis of this study is as follows:

Hypothesis 1: Organizational culture has a significant
effect on employee performance.

Hypothesis 2: Employee competence has a significant
effect on employee performance.

Hypothesis 3: Motivation at work has a significant
effect on employee performance.

Hypothesis 4: Organizational culture is linked to
motivation at work.

Hypothesis 5: The competence of employees has an
effect on motivation at work.

H1

H4

)

H5

Employee
competence (X2)

Work maotivation

Employee
performance (2)

H2

Figure 1. The Resear ch theoretical framework

Research sample

The sample of this study was permanent employees at
Bank Syariah Indonesia's head office. Respondents were
classified according to gender, age, last education,
management, and seniority criteria.

Characteristics of respondents according to age: 17-20
years (1%), 21-30 years (37%), 31-40 years (43%), 41-50
years (13%) and> 50 years (6%). Respondents are
dominated by the age of 31 to 40 years, with a percentage
(43%) of 86 respondents. Characteristics of respondents
according to their last studies: high school equivaent
(4%), baccaaureate (75%) and master's (42%). The last
education of the respondents was dominated by stratum 1
with a percentage (75%) of 150 respondents.
Characteristics of respondents according to management:
WTB management (12%), RB management (13.5%),
S&D management (14.5%), RM management (16.5%),
Direat& HC management (6.5%), IT&O management
(16%). Most of the respondents are from the C&HC
management, with a percentage (21.5%) of 42
respondents.

Instrument devel opment

Operationalization variables to develop research
instruments, the authors use the indicators used by
previous studies because they have been tested and
validated. Indicators of motivation at work (Kuranchie
and Amponsah, 2016). for employee competence
indicators (Dwiyanti et a., 2020). For organizational
culture indicators adopted by researchers (Alharbi and
Alyahya, 2013). In addition, research performance
indicators adapt and use (Gabcanova, 2012) to measure
employee performance

Data analysis

Data analysis methods using SEM (Structura
Equation Model) with SPSS (Statistical Program for
Socia Science) and Amos 26 software. The validity test
applied in this study is EFA (Exploratory Factor
Analysis) to determine the validity and see the results of
the indicators used to survive or fSail (Malhotra, 2009).

The guideline for factor loading values in EFA can be
taken based on the number of samples in this study,
which is 200 samples, meaning the factor loading value
must be greater than 0.40. The reliability test is used to
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see the suitability of the value and reliability of the
survey answers from respondents (Anastasya, 2015).

This study applies the Cronbach's alpha method with
certain limitations, such as 0.6. Reliability <0.6 is not
good, while 0.7 is acceptable, and 0.8 is good (Achidah &
Hasiolan, 2016). Hypothesis testing is used to show how
far the influence of variables is on each other (Ghozali,
2006). There are three hypothesis tests used, namely:
CFA (confirmatory factor analysis), Fit Model (Goodness
of Fit), and t-test (critical ratio).

The first order construct in the CFA must have a
probability value > 0.05 so that the question can be well
received, and the fit model should get P-value > 0.05,
CMIN/DF < 2.00, GFI > 0.90, AGFI > 0.90, TLI > 0.90,
RMSEA < 0.08 (Cochran, 2017). T-test to determine the
independent variable influences the dependent variable, if
probability value or P < 0.05 and CR value > 1.96 then
the hypothesis is accepted, but if P > of 0.05 and CR
value < 1.96 then hypothesisis rejected.

RESULTSAND DISCUSSION

Validity test

The validity test is used to prove the extent of the
measuring instrument used in the measurement and
determine the feasibility of each list of questionsto define
a variable. This validity test aims to determine whether
the questionnaire questions are appropriate or not and to
see the correlation of validity. Then the measurements
will be made using factor analysis. This factor analysisis
a method of analyzing data to determine the dominant
factors in explaining the problem. The factor anaysis
used in this research is exploratory factor analysis (EFA).
The EFA is also used to see if the used indicators survive
or fail and if the indicator has a construct, it can be
displayed with a high factor load value. The guideline for
the factor load values in the EFA can be taken based on
the number of samples in this study, which is 200
samples, which means that the factor load value should
be greater than 0.40.

Table 1

EFA Validity Test indicator employee performance

Factor Loading

| can complete many logical work goals, depending on the goals to be achieved.

| do the job with minimal errors
| do my job efficiently
| dwayswork on time

0.767
0.820
0.784
0.802

In table 1, we can see that out of 10 questions on employee performance indicators, they all have cross-factors, and
each question item on the employee performance variable is declared valid.

Table 2

Organization Culture

Factor Loading

| encourage and influence members of the organization to be responsible for their work.

Asaleader, | encourage employees to get the job done.

| am always aggressive and ready to compete in settlement of responsibilities.

| am ready to cooperatein fulfilling responsihilities.

0.782
0.775
0.605
0.506

In Table 2, it can be seen that each factor's weight value has a total value greater than 0.40. This may indicate that
the question flag on this organizational culture variable is valid. However, this variable does not form a dimension

because it does not have a cross factor value.

Table 3

Employee Competence

Factor Loading

I have knowledge according to the field and the responsibilities assigned by the organization.

| have skills that match the needs of the organization.

| have work experience in line with the duties and responsibilities.
| am ready to participate in training for educational devel opment.

0.808
0.796
0.815
0.757

In Table3, it can be seen that each factor's weight value has atotal value greater than 0.40. This may indicate that the
question flag on the employee skill variable is valid. However, this variable does not form a dimension because it does

not have a cross factor value.

Table 4

Work Moativation

Factor Loading

| receive a salary commensurate with my responsibilities.
| receive abonus by increasing loyalty to the organization
| receive appreciation for fulfilling responsibilities.

0.905
0.552
0.544
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In Table 4., it can be seen that each factor's weight value has a total value greater than 0.40. This may indicate that
the question flag on this work motivation variable is valid. However, this variable does not form a dimension because it
does not have a cross factor value.

Reliability test

Thereliability test is atest that focuses on the degree of stability, consistency, predictability and accuracy. This test
is performed to see the relevance of the value of a questionnaire that is taken by a respondent on a different occasion or
time and with the same questionnaire. The results of the reliability test calculation are shown in Table 5.

Table5
Reliability test
Variable Cronbach’s Alpha Critical Value Description
Employee performance 0.923 0,6 Reliable
organizational culture 0.866 0,6 Reliable
Employee Competence 0.896 0,6 Reliable
Work motivation 0.897 0,6 Reliable

Hypothesis test

First order confirmatory factor analysis

The first order CFA is applied to al indicators and each dimensional variable. Below is the top-notch CFA on all
research variables, includina:

Chi-square=,025
Prob=,875
CMIN=,025
GFI=1,000
AGFI=1,000
TLI=1,013
RMSEA=,000

Employee
performance

Figure 2. First-order construct variable employee performance

A7 Chi-square=,247
> X12 Prob=,619
SPNE CMIN=,247
= X1.3 2 Organizational GFI1=,999
561 culture AGFI=,995
= X14 TLI=1,023
RMSEA=,000

Figure 3. First-order construct variable organizational culture

Chi-square=1,745
Prob=,187
CMIN=1,745
GFI=,994
AGFI=965
TLI=,989
RMSEA=,061

Employee
competence

Figure 4. First-order construct variable employee competence
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Chi-square=7 684
Prob=,053
CMIN=2 561
GFI=,981
AGFI=,938
TLI=,943
RMSEA=089

Work
motivation

Figure 5. First-order construct variable work motivation

The results of the top-notch construction test above show that the employee performance model has value (0.875),
organizational culture (0.619), employee competence (0.187) and promotion (0.053), for al the values obtaining a
probability index of 0.05. Therefore, the results of the hypothesis state that the indicators below are valid dimensions so
that for this construct, al the variables can be well accepted.

Fit model
The goodness of fit test can be calculated by measuring the coefficient of determination of the statistical value.

The results showed that the goodness of fit criteria had been achieved because all scores tended to be good. So that the
results found in this research model have been accepted, are suitable for use, and there is a match between the model

and the research data.

Chi-square=72 973
Prob= 104
CMIN=1237
GFI=948
AGFI=921
TLI= 877
RMSEA= 034

45

Figure 6. Goodness of fit
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Table 6

The goodness of fit results

Indexs Cut Off Value Results  Modél estimation
P >0.05 0.104 Good
CMIN/DF <2.00 1.237 Good
GFI >0.90 0.948 Good
AGFI >0.90 0.921 Good
TLI >0.90 0.977 Good
RMSEA <0.08 0.034 Good

Hypothesis test with t-test

Hypothesis testing or t-test is used to test whether the independent variable influences customer satisfaction and
customer satisfaction as an intervening variable influences customer loyalty. If the probability value or P < 0.05 and CR
value > are 1.96, the hypothesis is accepted, but if P> of 0.05 and CR value < 1.96, the hypothesisisrejected.

Table7
Hypothesistest
. . Independent CR. Hypothesis
Hypothesis Dependent variable variable SE. (t-value) evaluation
H1 Organizationd culture Employee 0.101 2.015 0.044 Accepted
performance
H2 Work Competence Employee 0.095 3.240 0001  Accepted
performance
H3 Work motivation Employee 0.062 2.288 0022  Accepted
performance
H4 Organizational culture Work motivation 0.147 1751 0.080  Not accepted
H5 Work Competence Work moativation 0.160 1.981 0,048 Accepted

The results of the hypothesis test between the
influence of organizationa  culture, employee
competence, job motivation, and employee performance,
the probability values are 0.044, 0.001, 0.022, 0.080 and
0.048. It can be seen in Table 7 that the relationship
between organizational culture and motivation at work is
not up to the established norms< 0.05. Therefore the
relationship is rejected. Then the other relationships
tested in this study conformed to established standards.

The results of this study show that organizationa
culture has a significant positive effect on employee
performance. Therefore, we can conclude that the first
hypothesis of this study was well received. The results of
this study are in line with the research conducted by
Ainanur and Tirtayasa (2018) that the organizational
culture is related to situations, paradigms, feelings and
behaviours. Therefore, organizational culture is
temporary subjective, and power directly manipulates the
subject within the company.

Employee competence has a significant positive effect
on employee performance. This research is in line with
Thao and Hwang (2015), who explains that employee
performance is the successful accomplishment of
individual tasks and responsibilities selected, influenced
and measured by the organization, using previousy
accepted standards of effectively and efficiently using
available resources in an enabling environment. In line
with previous research by Ginting et al. (2020), this skill

significantly affects employee performance. Therefore,
we can conclude that the second hypothesis of this study
iswell received.

The results of this study show that work motivation
has a significant positive effect on employee
performance. In line with Cho and Yang (2018) theory
that motivation is necessary for a business to achieve
business goals, the differences in each person's sources of
motivation should be taken into account, as no human
being can be identica to another. An organization or
business must ensure that with the motivation of
employees, they can provide the resilience and strength to
achieve what they want (Maswar et a., 2020). Therefore,
we can conclude that the third hypothesis of this study is
well received.

The organizational culture variable does not
significantly affect work motivation at PT Bank Syariah
Indonesia. It does not have a strong enough influence on
the standardized regression weight value of 0.160. This
study contradicts the results of research by Solehudin
(2018), concluding that motivation is a factor that can
motivate a person to perform an activity and affect a
person's behaviour towards their work in achieving
individual goals and organizational as a form of needs
satisfaction. However, this study agrees with Ria (2018)
that an unconducive corporate culture can lead to low
motivation and poor performance of company employees.
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Therefore, we can conclude that the fourth hypothesis of
this study is not well received or rejected.

Work competence has a significant positive effect on
work motivation. This research aligns with Wijaya (2020)
and Kuranchie and Amponsah (2016) research that
competence affects work motivation.

CONCLUSIONS

Organizational culture has a significant effect on
employee performance. Businesses can see this as an
opportunity to formulate strategies on how to properly
use resources to achieve business goals. Moreover, Bank
Syariah Indonesia employees have their organizational
values, which can be a strength. There is a significant
influence of employee competence on employee
performance. Based on the research results, the highest
indicator value on employee competence variable is
"I understand the tasks and responsibilities entrusted to
me by the company". This means that Bank Syariah
Indonesia places employees according to their respective
abilities to increase employee confidence and solve
problems properly. This confidence is closely linked to
the compatibility between knowledge and placement in
the work unit. There is a positive effect of work
motivation on employee performance. Based on the
research results, the indicator with the highest value on
the work motivation variable is the company offering
work employee health. Thisis an appropriate action taken
by Bank Syariah Indonesia. This meansthat in addition to
protecting the socio-economic rights of employees, the
company aso bears al health insurance contributions for
its employees. This can motivate employees to improve
their performance. According to the study results,
organisational culture has no significant effect on work
motivation. Based on the indicators with the highest
scores on the organizational culture and work motivation
variables, being able to invoke Bank Syariah Indonesia
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