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Abstract. It is well known that employees are the most important element in determining the back and forth of a
company. Therefore, the bank's management needs to study in detail and evaluate all the factors that affect the
productivity of their employees. Thiswill allow the development of an effective strategy for human capital development
to successfully achieve all the bank's goals. This study aims to determine and analyze the effect of organizational
culture on employee performance with organizational commitment as an intervening variable. The sample in this study
were 51 employees of Bank Syariah Mandiri who worked at Bank Syariah Indonesia's Thamrin branch office after the
merger. Data was collected by distributing questionnaires using a 5-point Likert Scale. The analysis method used in
this research is Partial Structural Equation Modeling (PLS SEM), then processed through the SmartPLS version 3.3.5
application. This study proves that organizational culture has a positive influence on employee performance through
organizational commitment. Changing organizational culture is not an easy undertaking. So, managers must convince
their employees of the benefits of change and show through collective experience that the new culture is the best way to
operate to yield success. Higher levels of organizational commitment among employees also can improve their
performance. Implementing new strategies or policies becomes more manageable if a bank company has dedicated
employees since they tend to embrace the need for change.
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BrnuiuB oprasizauniiiHol KyJIbTypH HAa pe3yJIbTATHBHICTh 0AHKIBCHKHX
NPANiBHUKIB 3 OPraHi3aniiiHO0 BiJIAHICTIO SIK IPOMIKHOI0 3MiHHOIO

Anomayin. Bioomo, wo npayisHuKu € HAUBANCIUBIUUM eeMeHMOM V 3a0e3neyeHHl eqheKmueH020 po36UMKY KOMNAHII.
Tomy kepieHuymey 6aHKy HeOOXIOHO OemanbHO SU8UUMU mMd OYIHUMU 6Ci (Dakmopu, Wo 6NIU8AIOMb HA
npoOyKmueHicme npayi ixwix npayienuxis. Lle 0o3gonume po3pobumu egpekmusHy cmpamezito pO36UMKY JH0OCbKO20
Kanimany 01sa YCRiHO020 OO0CASHeHHs 6cix yinell dianbHocmi bauky. Lle docniodcenHs mae Ha Memi 8usHauumu ma
NpoaHanizyeamu 6NIUE OpP2aHi3ayitiHoOi KyIbmypu Ha pe3yibmamueHicms CnigpoOimHuKi6 OAHKY 3 Op2aHi3ayitiHoio
BIOOAHICIIO K NPOMINCHOIO 3MIHHOI0. Bubipkoio 6 yvbomy oocnioscenni 6ye 51 cnispobimnux 6anyx Syariah Mandiri,
akutl nicas 3aumms npayioeas vy ¢inii 6anxy Syariah Indonesia Thamrin. Jaui 3ibpano winsixom po3noecioOdicenis
ankem 3a 5-0anvhoio wikanoio Jlaiikepma. Memoo ananizy, UKOPUCMAHULL Y YbOMY OOCTIONCEHHT, — Ye MOOeNIO8AHHS
3a uacmrosumu cmpykmypuumu pisusunamu (PLS-SEM). O6pobky Odanux euxonano 3a 00HOMO2010 NPOSPaAMU
SmartPLS gepcii 3.3.5. Pezyniomamu ybo2o 00CHiONCeHHs: 0080051Mb, WO OP2AHI3AYIUHA KYIbMYypa NO3UMUGHO 6NIUBAE
Ha pe3ybmamusHicms CnispOOIMHUKIE Yepe3 Opeani3ayiiiny 6i00aHicmy. 3MIHA OpeaHi3ayitiHol Kyibmypu — cnpaea He
3 aeekux. Tomy 0006 30K Kepi6HUKIE — NepeKOHamu C80IX NpayieHUKi@ )y nepeazax 3MiH I NOKA3AMU HA OCHOBL
KOJEKMUBHO20 00C8i0Y, WO HOBA KYIbMYypad — HAUKpawull cnocib diamu, wjob docsaemu ycnixy. binew eucokuil pisens
opeaHizayitinoi i00anocmi CnigpOOIMHUKIE MAKO}C MOJice NoKpawumu ix pooomy. Axujo OAHKIBCbKA KOMNAHIA MA€E
8I00AHUX CNIBPOOIMHUKIG, BNPOBAOINCEHHA HOBUX cmpameziti ado ROMIMUK CIAE Ne2UuiM, OCKLIbKY 80HU, K NPABUTLO,

cnputiMaroms nompeoy 3MiH.

Kniouoei cnoea. opeanizayivina Kyabmypa,
OisAnbHICMb OAHKY, YAPABTIHHA NEPCOHATIOM.

INTRODUCTION

The rapid change and development of the digital era
require innovation and strategic renewal in various
elements of business, including Islamic banking. To deal
with the tight competition of the banking industry, the
Bank Syariah Indonesia merged with the two other state-
owned Islamic banks. Implementing the merger will
certainly pose challenges for each employee and the
bank's management when transforming into a new team.
So, in the post-merger period, company management
needs to establish several strategies to deal with the
challenges of the merger, ranging from improvement of
business processes, cultura integration, strengthening
risk management, strengthening human resources (HR),
to strengthening digital .

It is well known that employees are the most
important element in determining the back and forth of a
company. The employee's performance is one of the
capitals for the company to achieve its goals. Therefore,
the bank's management needs to study in detail and
evaluate all the factors that affect the productivity of their
employees. This will adlow to development of an
effective strategy for human capita development to
successfully achieve all the bank's goals.

LITERATURE REVIEW

Employee performance

Human resources play the most important role among
other factors in a company's organization. The company

OpeaHizayitina  8I00AHICMb, pe3YIbMAMmueHICms  CRiBPOOIMHUKIS,

is required to be able to pay attention to the performance
of its employees to creaste superior corporate human
resources so that it will have an impact on increasing the
company's performance. Performance management is an
ongoing process of improving performance by setting
individual and team gods that aign with the
organization's strategic goals, planning performance to
achieve goals, reviewing and assessing progress, and
developing people's knowledge, skills and abilities.

Employee performance is the quality and quantity of
work employees do when carrying out their duties based
on the responsibilities given (Mangkunegara, 2011).
Mangkunegara also added that what is meant by
performance is a result that can be seen in quality and
guantity, which an employee achieves in carrying out his
duties under the responsibilities that have been given to
him. Performance management is an ongoing process to
improve performance by setting individual and team
goas aligned with the organization's strategic goals,
planning performance to achieve goals, reviewing and
assessing progress, and developing people's knowledge,
skills and abilities (Amstrong, 2018).

Organizational culture

Organizational culture plays an important role in an
organization because organizational culture reflects
employee behaviour in that organization. A corporate
culture that is not conducive can result in low employee
performance in the company. Mangkunegara (2011)
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explained that organizationa culture is a set of
assumptions or belief systems, vaues, and norms
developed in the organization that serves as a code of
conduct for its members to overcome internal and
external adaptation problems. Organizational culture is
the values, principles of tradition, and ways of working
shared by members of corporate organizations that then
influence the way they act (S. P. and M. C. Robbins,
2016).

According to Griffin and Moorhead, organizational
culture is a set of shared values, often taken for granted,
that help people in an organization understand which
actions are considered acceptable and unacceptable
(Griffin & Moorhead, 2013).

Organizational commitment

The success in managing human resources largely
determines the success of organizational management.
The high commitment of employees to the organization
in which they work determines the performance that the
organization will achieve. Organizational commitment is
how employees identify with the organization and want
to continue working actively participating in it
(Newstrom, 2011). Organizational commitment is the
degree to which employees trust and accept the
organization's goals and will stay or not leave the
organization (Sopiah, 2008). high worker engagement

Organizational Culture W

Hy (

means siding with a person's particular job. High
commitment means siding with the organization that
recruited the employee (S. P. Robbins & Judge, 2008).
An employee organization is a professional who is
directly dealing with the work in carrying out his duties
and carrying out various policies with certain goals and
have a strong commitment to where employees work.

Organizational commitment is a significant part of the
psychologica state of organizationa members. Members
who have a large organizational commitment want to
display a good work attitude, which can be seen with
great performance results, and active in-state activities
that certainly want to be very profitable for an
organization (Albdour & Altarawneh, 2014).

RESEARCH METHODOLOGY

The hypothesis of this study can be presented as
follows:

H;: Organizational culture has a positive effect on
employee performance.

H,: Organizational culture has a positive effect on
organizational commitment.

Hs: Organizational commitment has a positive effect
on employee performance.

H,: Organizational culture positively affects employee
performance and organizational commitment as an
intervening variable.

Employee

x)
.

P ;L Performance (z)

Hz

Organizational

Hs

Commitment (y)

Figure 1. Resear ch conceptual framework

The sample in this study is all employees at Bank
Syariah Mandiri who work at Bank Syariah Indonesia
Thamrin branch office as many as 51 people. This study
was conducted using sample withdrawal, namely
saturated sampling, where al sample members are used
as samples.

The structure question modelling (SEM) analysis
technique was used in this research using statistica
software Partial Least Square (PLS).

Organizational culture is an independent variable in
this study (X1). Organizationa culture is a characteristic
of the company in the form of a set of rules, norms or
values that are developed and used as guidelines for
behaviour for its members and instilled in new employees
to overcome internal and external adaptation problems
(Mangkunegara, 2011), (S. P. Robbins & Judge, 2008),
(Soedjono, 2005).

Organizational commitment is an intervening variable
in this study (Y). Organizationd commitment is an
employee willingness, loyaty, and loyaty to be

responsible and actively participate in realizing every
goa in the organization that has been designed by
providing the best performance (Newstrom, 2011),
(Sopiah, 2008).

Employee performance is a dependent variable in this
study (Z). Employee performance is the result of the
willingness of employees to cary out their
responsibilities as expected by the company and perfect
them according to responsibility based on the seriousness
of expertise, experience and time of a certain period
(Sinambela, 2012), (Hasibuan, 2003), (Rivai & Basri,
2005).

RESULTSAND DISCUSSION

The structural model in PLS is evaluated using R2 for
dependent variables and path coefficient values for
independent variables, which are then assessed in
significance based on the t-statistical values of each path.
The structural model of this research can be seen in the
following figure:
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Figure 1. Output inner model

Source: Output PLS, 2021.

Next step - assessment of the significance of the predictive model in structural model testing. It can be seen from the
t-statistical value between independent variables to dependent variables in the Path Coefficient table in SmartPLS

output below:

Table1
Hypothesistest
Original Sample Standard .
0 Sample | Mean | Deviation (L%.?_tl';g\cfl‘) P Values RESULTS
©) (M) (STDEV)
Organizational
Culture (X) -> 0.314 0.317 0.129 2431 0015 | Significant | ypothesis
Employee Accepted
Performance (Z)
Organizational
Culture (X) -> - Hypothesis
Organizational 0.589 0.619 0.077 7.620 0.000 Significant Accepted
Commitment (Y)
Organizational
Commitment () | 4 444 0.466 0.138 3.227 0001 | Significant | Hypothesis
-> Employee Accepted
Performance (2)
Source: Output PLS, 2021.
Table 2
Hypothesistest for specific indirect effects
Original Sample | Standard o
Sample Mean Deviation (L?B?\ﬁ) Vv aIPues RESULTS
©) (M) (STDEV)
Organizational
Culture(X) ->
Organizational N Hypothesis
Commitment(Y) - 0.261 0.286 0.088 2.981 0.003 Significant Accepted
> Employee
Performance(Z)

Source: Output PLS, 2021.

Based on the results of the above data, it can be
known that the four hypotheses proposed in this study are
accepted. The influence of independent variables to
dependent variables as well as independent variables to

dependent variables through intervening variables is
significant because it has values >0.05 and T statistics >
1.96 with positive vaues.
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The value of P-Values that form the influence of
organizational culture on employee performance is 0.015
so that it qualifies a significant level of 5% namey P-
Value 0.015 < 0.05 with a positive T-statistic vaue.
Therefore, the organizational culture has a positive effect
on employee performance. Thisis by what was conveyed
by Wirawan (2007), who acknowledges the good side of
organizational culture will have a great influence on the
behavior of its members because of the high level of
togetherness and intensity to create, improve, and
maintain high performance. A conducive organizational
culture creates job satisfaction, work ethic, and employee
work motivation. All these factors are indicators of the
creation of high performance from employees that will
result in high organizational performance.

The employee's understanding of organizational
culture will create high performance because it will affect
employee behavior in the company in the form of a good
work ethic and conducive work environment.

The value of P-Vaues that form the influence of
organizational culture on organizational commitment is
0,000, so it quaifies asignificant level of 5% which is P-
Value 0.00< 0.05 with a positive T-Statistics vaue.
Therefore, the organizational culture has a positive
influence on organizationa commitments, which are in
accordance with the results of this study and also support
theories and strengthen relevant research results.

The value of p-values that form the influence of
organizational commitment on employee performance is
0.001, so it quaifies a significant level of 5%, P-value
0.001<0.05 with a positive T-statistic value. Therefore,
the organization's commitment has a positive effect on
empl oyee performance.

4 References

Organizational commitment in the company will
produce strong performance because it will give rise to
the loyal attitude of employees to express better their
interest in the success and good of the organization, to
provoke a boost to high employee performance.

The P-Vaues that form the influence of
organizationa culture on employee performance through
organizational commitment are 0.003, so it qualifies a
significant level of 5%, namely P-Vaue 0.003 <0.05 with
positive T-Statistic values. It can be concluded that
organizational culture positively influences employee
performance through organizational commitment, which
follows the results of this research and supports theories
and strengthens relevant research results.

CONCLUSIONS

The results of this study prove that organizational
culture has a positive influence on employee performance
through  organizational  commitment.  Changing
organizational culture is not an easy undertaking.
Employees often resist change and can raly against a
new culture. Thus, it is the duty of managers to convince
their employees of the benefits of change and show
through collective experience with new behaviors that the
new cultureisthe best way to operate to yield success.

Higher levels of organizational commitment among
employees can  improve their  performance.
Organizational commitment refers to efforts to increase
companies' effectiveness and ability to compete in their
markets. If a company has dedicated employees,
implementing new strategies or policies becomes easier
since they tend to embrace the need for change. Idedlly,
committed employees can see how their work leads to
changes for the better so they feel excited about new
challenges.
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