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The goal of this research is to investigate the effects of job motivation,
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organizational commitment, and organizational culture on the pedormance of
Islamic bank employees. The scope of this research is limited to a single Islamic
bank branch in Central Java. This is a quantitative study in which the data was
collected using a questionnaire. The participants in this study were chosen from a
population of 30 people using saturated sampling or census sampling methods, in
which samples were taken from the entire community. SPSS 23 for Windows was
used to analyze the data, which was done using multiple linear regression. All

independent variables have a positive and significant influence on sharia bank
workers' pefformance factors, either partially or simultaneously, according to the

study.
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1. Introduction

The era of the industrial revolution demands
that all organizations or companies can carry out
their work as effectively and efficiently as
possible to achieve company goals by relying on
all available resources. Competition in the
industrial world today is not only dominated by
sophisticated technology but also must be
balanced with human resources who are skilled
and quickly adapt to the environment so that the
sustainability of the company will be guaranteed.
It is not easy to get skiled human resources
because of the tight competition, so a
commitment is needed for the company to pay
attention to several things related to work
motivation and organizational culture as well as
strong organizational commitment so that it has
an impact on employee performance.

An employee will have work motivation, it will
be manifested in an action directed at a goal in
order to achieve a goal of satisfaction (Fadhil and
Mayowan, 2018). So that the company is
expected to provide several supporting factors
that encourage employee motivation.

Understanding the work motivation of an
employee is also inseparable from how much
organizational commitment makes employees
feel a sense of belonging to the company so they
feel at home and comfortable at work.

An organization can run more effectively in
order to achieve a goal, so it really needs a
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commitment from an employee. Employees and
organizations must mutually create conditions
that are conducive to achieving this commitment
(Nadapdap, 2017).

To support good work motivation and strong
organizational commitment, an organizational
culture is needed as a value system that has
been agreed upon and has a characteristic.
Organizational culture is related to the extent to
which an employee can pay attention to work to
be more precise and focus on details (Amanda et
al., 2017).

Employee performance in an organization or
firm can be influenced by organizational
commitment, job motivation wvariables, and
organizational culture. Mangkunegara (2003)
defines performance as "the quality and quantity
of work generated by a person while performing
his job in accordance with the obligations
allocated to him" (Lusri and Siagian, 2017).

In the banking world, especially Islamic
banks, which are a corporation that manages
sources of funds from the public, it is also
required to have reliable and skilled human
resources to provide satisfaction to customers so
that the organization's objectives can be met
From conventional banks, there are 12 Islamic
Commercial Banks and 22 Sharia Business
Units, with a total office network of 2,151 units,
according to statistics as of December 2014.
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(Tho'in, 2016). This is quite sad and ironic, where
the number of Indonesian Muslims based on the
2010 population census is 207 million (87.2%)
but the market share for Islamic banks based on
data per June 2020 is only 6.18%. (Rohandi,
2020).
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Picture 1. Sharia Banking Market Share
(Source : https:/fyonulis.com)

The small market share of Islamic banks is
also a challenge for companies and employees to
demonstrate their performance in order to survive
in the national banking service industry.

Based on Fadhil and Mayowan's (2018)
research into the impact of job satisfaction and
employee motivation on the performance of AJB
Bumiputera employees in Malang. A sample of
100 people was drawn using a census sampling
method in this study. The findings show that, in
part, the work motivation variable has a positive
and significant effect on employee performance.

While Adha et al. (2019) investigated how
work motivation, work environment factors, and
work culture variables affect employee
performance. The participants in this study were
32 DINSOS employees from Jember (Social
Department). The data processing procedure
employs multiple linear regression analysis.
According to the findings, the workplace
environment and culture had a positive and
significant impact on employee performance, but
job motivation had no effect.

In order to improve employee performance,
Muis et al. (2018) investigated the organizational
culture  and  organizational  commitment
characteristics of employees at PT. Pawnshops.
The study instrument was a questionnaire that
was used to analyze the data using multiple
linear regression and then processed using the
SPSS 15 program. The sample size was 60
people, and the study instrument was a
questionnaire. Employee performance was found
to be influenced by organizational culture
variables and organizational commitment factors
in a partial and simultaneous positive and
significant way.

Then there's Manery et al. (2018)'s study,
which uses a sample of 37 respondents who
were asked to fill out a questionnaire and
analyzed using multiple linear regression to see
how independent variables (organizational culture
and organizational commitment) affect employee
performance at BKDPSDA North Halmahera. As
a result, all independent variables have a positive
and significant impact on employee performance.
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2. Literature Review
a. Sharia Bank

Everything related to sharia banks and sharia
business units, including institutions, business
activities, and methods and methods for carrying
out their business activities, is referred to as
sharia banking, according to Indonesian law
number 21 of 2008. (Najib, 2017). Meanwhile,
according to Husein Syahatah, Islamic banking is
a sharia financial institution that opens banking
and financial product services, investing in
various sectors in accordance with sharia
principles and aims to realize the social and
economic growth of Muslims. (Najib, 2017).
b. Work Motivation

Motivation is a driving force that shapes a
person's work spirit, according to Hasibuan
(2014), allowing them to collaborate, be effective
at work, and maintain integrity in all aspects of
their lives in order to obtain satisfaction.
Motivation is the main thing that encourages
someone to work. Dessler (2009) argues that
motivation is formed theoretically because
humans have basic needs categories such as
physiological needs, security, social, ego, and
self-realization. These needs form a level and
each of them will be aclive if the needs are low or
below are met.
c¢. Commitment Organizational

Griffin  (2008) defines it as a person's
perspective toward how closely he or she can be
attached to and know the company. Employees
that are more devoted to the company have
established routines, intend to stay longer, and
put more effort into their work (Nadapdap, 2017).
d. Organizational Culture

Organizational culture is a set of assumptions
or ideas, values, and standards that have been in
place for a long time and are agreed upon by
members of the organization as a code of
conduct and a means of resolving organizational
issues (Darodjat, 2015). Organizational culture,
according to Priansa and Garnida (2013), is a
value system that is produced and applied in an
organization, making it a distinguishing aspect of
that organization (Amanda et al., 2017).

Organizational culture, on the other hand, is
defined by Sutrisno in Muis et al. (2018) as a set
of values systems, assumptions, or standards
that have long been legitimate, agreed upon, and
followed by members of an organization as a
guide for behavior and solutions. issues with the
organization.
e. Performance

Definition of performance according to
Sunyoto (2011), performance is a result of work
based on the quantity and quality that employees
have achieved in completing a job for which they
are responsible (Nadapdap, 2017).

3. Research Methods

a. Types of Research

This type of research uses quantitative
methods, in which all research data is in
numerical form or numbers and is analyzed using
statistics (Sugiyono, 2018).
b. Population and Sampel




<Edwin Zusrony=, <Author 2 Full Name>

Population is the number of all objects or
individuals whose characteristics are expected or
will be predicted (Subagyo and Djarwanto, 2012).
The sample is a subset of the whole population
whose characteristics will be examined, and it is
thought to be representative of the full population
(Subagyo and Djarwanto, 2012). Employees of
an Islamic bank branch in Central Java made up
the study's population.

The data collection approach employs a
questionnaire with a Likert scale questionnaire
assessment approach, in which each question
item is divided into five (5) answer options
(Subana and Sudrajat, 2011). During the:

c. Sampling Technigue

With the ease of data collection in mind, the
minimum requirement for the adequacy of the
sample in this study was about 30 respondents.
Saturated sampling, also known as census, is a
sampling technique in which samples are taken
from the entire population (Sugiyono, 2018).
d. Data Collection Technique

Strongly agree (5 points), agree (4 points),
neutral (3 points), disagree (2 points), and
strongly disagree (2 points) are the scoring
options (score 1).
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b. Test for Data Normality

The regression model must be validated
using SPSS 23's histogram display to ensure that
it has a normal distribution and that the data
results are normal.
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Picture 2. Histogram Graph

c. Multicollinearity Test
Because the variance inflation factor (VIF)
value is less than ten and the tolerance value is
less than one, there is no mullicollinearity
(Ghozali, 2016).
Table 3. Multicollinearity Test Results

Variable | Tolerance VIF
4. Results and Discussion Y 0875 1143
a. Uji Validitas dan Reliabilitas Xz 0,999 1.001
874 144
Tabel 1. Reliability Test Results % 08 114
Variable Cronivechs Information d. Heteroscedaticity Test
Alpha The heteroscedasticity test is used to see if
Work Motivation 0,925 Reliabel confounding variables have the same variants as
Organizational - each other. There is no discernible pattern in the
Commitment 0,916 Reliabel distribution of points when looking at the
T - scatterplot chart diagram to detect the presence
g:ﬁ:ﬂg ationa 0,889 Rofabel or absence of heteroscedasticity, indicating that
- there is no heteroscedasticity.
Performance 0,781 Reliabel
Tabel 2. Validitv Test Recapitulation .
Varable ftem | Value | Information i .
X117 0,755 Valid ; ’ - -
Work X12 | 0826 | vaid i
Motivation (X1) XT3 [ 0,861 Valid :
X1.4 10,868 Valid ngrasstan Bianatariasd Praictes vaisa
Organizational XZ1 | 0,692 Valid Picture 3. Scatterplot Chart
g X272 | 0,006 Vaiid
Commitment . . . .
) 23 | 0787 Vald e. Multiple Linear Regression Analysis
X24 | 0929 Valid Table 4. Multiple Linear Regression Analysis
— X371 | 0,756 Valid | —
Oroaneational X372 | 0724 | Vaid Model | B | gro | Beta | T | Sig
x3) X33 [ 0,694 Valid (Const) | 2334 | 1531 1275 | 0,214
X34 10930 Valid X1 0,499 | 0,92 0,675 | 5,427 0,000
Y11 | 0620 Vaid X2 U177 | U8B0 | 0,255 | 2,207 0,036
Performance [ Y17 [ 0GT? Valid ] X3 0,275 | 0,132 | 0,220 | 2,082 | 0,047
() Yi3 | 0708 Vaid a. Dependenl Varniable: Employee Performance (1)
Y14 | 0,746 Valid
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f. Hypothesis testing

1. H1: At the same time, work motivation
(X1), organizational commitment (X2), and
organizational culture (X3) all have
positive and significant effects on
employee performance variables.

2. H2 : Work motivation has a positive
impact on employee performance
variables (X1).

3. H3: Organizational commitment (X2)
affects employee performance in a
positive and significant way.

4. H4: Organizational Culture (X3) has a
positive and significant impact on
employee performance variables.

g. Partial Test

1. The impact of the work motivation variable
(X1) on employee performance (Y), with a
significance value of 0.000<0.05, indicating
that the work motivation variable has a
positive and significant impact on the
employee performance variable, allowing H2
to be accepted. The higher the value of the
work motivation variable, the better the
employee's performance.

2. The impact of the organizational commitment
variable (X2) on employee performance (Y),
with a significance value of 0.036<0.05,
indicating a positive and significant impact of
the organizational commitment variable on the
employee performance variable, and thus H3
is accepted. The higher the value of the
organizational commitment variable, the
better the employee's performance.

3. The impact of the organizational culture
variable (X3) on employee performance (Y),
with a significance value of 0.047<0.05,
indicating a positive and significant impact of
the organizational culture variable on the
employee performance variable, and thus H4
is accepted. The greater the value of the
organizational culture variable, the better the
employee's performance.

h. Simultaneous Test (F Test)
Table 5. ANNOVA

Model SS;LEL df sh:ﬁ:?e F Sig
| Regresi 269 T | 355694 | 24935 | 00000 |
Residual 37,218 | 26 1431
Total 124,300 | 29

The calculated F value of 34.855 is greater
than the F table 2.68, and the significance value
is 0.000 or less than 0.005. Based on the results
of the simultaneous tests shown in table 5, the
calculated F value of 34.855 is greater than the F
table 2.68, and the significance value is 0.000 or
less than 0.005. Work mofivation, organizational
commitment, and organizational culture variables
all have a significant and simultaneous impact on
employee performance variables, according to
these findings, which are summarized in Table 5.
(H1 accepted).
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5. Conclusions

Work motivation, organizational commitment,
and organizational culture all have an impact on
the performance of employees of a syariah bank
in a Central Java branch, according to the
findings. Employee performance improves
indirectly when they are motivated to work,
supported by a positive organizational culture,
and there is a strong organizational commitment.
The company should encourage this by making
various rules, facilities, and infrastructure
available 1o assist employees in achieving
effective, efficient, and productive results.

To determine how much work motivation,
organizational commitment, and organizational
culture influence employee performance, this
study could be expanded by adding more
variables and increasing the number of indicators
used. New findings that have yet to be
discovered or resolved are hoped to emerge as a
result of the addition of variables and several new
indicators.

Reference

Adha, R.N., Qomariah, N., Hafidzi, AH., 2019.
Pengaruh Motivasi Kerja, Lingkungan
Kerja, Budaya Kerja Terhadap Kinerja
Karyawan Dinas Sosial Kabupaten Jember.
J. Penelit. IPTEKS 4, 47.

Amanda, E.A., Budiwibowo, S., Amah, N., 2017.
Pengaruh Budaya Organisasi Terhadap
Kinerja Karyawan di PDAM Tirta Taman
Sari Kota Madiun. Assets J. Akunt. dan

Pendidik. B, 1.
https //doi.org/10.25273/jap.v6i1.1289
Darodjat, T.A., 2015. Konsep-Konsep Dasar

Manajemen Personalia. Refika Aditama,
Bandung.

Dessler, G., 2009. Manajemen Sumber Daya
Manusia Jilid 2. Indeks, Jakarta.

Fadhil, A., Mayowan, Y., 2018. Pengaruh
Motivasi Kerja dan Kepuasan Kerja
terhadap Kinerja Karyawan AJB

Bumiputera. J. Adm. Bisnis 54, 40-47.

Ghozali, |., 2016. Aplikasi Analisis Multivariete
Dengan Program IBM SPSS 23 (Edisi 8).
Cetakan ke Vill, Penelitian.
https //doi.org/10.1021/017029646

Hasibuan, M.S.P., 2014. Manajemen Sumber
Daya Manusia. Bumi Aksara, Jakarta.

Lusri, L., Siagian, H., 2017. Pengaruh Motivasi
Kerja Terhadap Kinerja Karyawan Melalui
Kepuasan Kerja Sebagai Variabel Mediasi
Pada Karyawan PT . Borwita Citra Prima
Surabaya. AGORA, J. Mhs. Manaj. Bisnis
5, 2-8.

Manery, B.R., Lengkong, V.P.K., Saerang, R.T.,
2018. Pengaruh Komitmen Organisasi Dan
Budaya Organisasi Terhadap Kinerja
Pegawai Di Bkdpsda Di Kabupaten
Halmahera Utara. J. Ris. Ekon.
Manajemen, Bisnis dan Akunt. 6, 1968-
1977.




<Edwin Zusrony=, <Author 2 Full Name>

https://dol.org/10.35794/emba.v6i4.20918

Mangkunegara, A.P., 2003. Manajemen Sumber
Daya Manusia Perusahaan, Remaja
Rosdakarya.
https://doi.org/10.1038/cddis.2011.1

Muis, M.R., Jufrizen, J., Fahmi, M., 2018.
Pengaruh  Budaya Organisasi Dan
Komitmen Organisasi Terhadap Kinerja
Karyawan. J. Ekon. Ekon. Syariah 1, 9-25.
https://doi.org/10.36778/esya.v1i1.7

Nadapdap, K., 2017. Pengaruh Komitmen
Organisasi Terhadap Kinerja Karyawan
Pada PT. Mitra Permata Sari. J. llm.
Methonomi 3, 197023.

Najib, M.A., 2017. Penguatan Prinsip Syariah

Pada Produk Bank Syariah. J. Jurisprud. 7,
15-28.

Priansa, D.J., Garnida, A., 2013. Manajemen
Perkantoran: Efektif, Efisien, dan
Profesional. Alfabeta, Bandung.

Rohandi, 2020. Quo Vadis Bank Syariah di

Indonesia ? [Www Document].
https://yonulis.com. URL
https://yonulis.com/2020/10/24/quo-vadis-
bank-syariah-di-indonesia/ (accessed
5.19.21).

Subagyo, P., Djarwanto, 2012. Statistika Induktif,
Edisi 5. ed. BPFE, Yogyakarta.

Subana, Sudrajat, 2011. Dasar-dasar Penelitian
limiah, Cetakan Ke. ed. Pustaka Setia,

Surakarta.

Sugiyono, 2018. Metode Penelitian
Kuantitatif, Kualitatif dan R&D, in: Ke-26. p.
334.

Tho'in, M., 2016. Kompetensi Sumber Daya
Manusia Bank Syariah Berdasarkan
Prinsip-prinsip Syariah Islam (Studi Kasus
Pada BNI Syariah Surakarta). J. IIm. Ekon.
Islam 2, 158-171.
https://doi.org/10.29040/jiei.v2i03.49

Inovbiz: Jurnal Inovasi Bisnis 9(2021) XX-XX




Jurnal INOVBIZ Edwin Clear

ORIGINALITY REPORT

15, 13, 14« 24

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

ﬁggntitrgilc.epolbeng.ac.id 3%
I\ﬁ\:mézsseearchgate.net 2%
Il:taerrr};:asiolHziah.unisba.ac.id 2%
Lpnmedac T
Agus Purwanto, Masduki Asbari, Priyono Budi 1 o

Santoso. "Does Culture, Motivation,
Competence, Leadership, Commitment
Influence Quality Performance?", Inovbiz:
Jurnal Inovasi Bisnis, 2019

Publication

publications.aston.ac.uk 1
Internet Source %

F Susilowati, H Azis. "Contribution of 1 o
Organizational Commitment to Improving ’
Employee Performance in Building Project”,
Journal of Physics: Conference Series, 2020

=



Publication

Submitted to Kolej Universiti Islam

Antarabangsa Selangor
Student Paper

T

Astadi Pangarso, Romat Saragih, M. Reyza Al-
Fath. "ARE TRANSFORMATIONAL LEADERSHIP
AND WORK MOTIVATION STILL AFFECTING
EMPLOYEE PERFORMANCE? (EVIDENCE FROM
INDONESIAN ELECTRICAL OWNED STATE
COMPANY)", SAGE Publications, 2019

Publication

T

Slamet Prasetyo, Yasir Arafat, Rohana .. "The
Contribution of Work Motivation and Training
Towards Employee Performance at the Inland
Water and Ferries Transport Polytechnic of
Palembang", KnE Social Sciences, 2021

Publication

(K

Endah Agustien, Pantius Drahen Soeling.
"Pengaruh Organizational Commitment dan
Happiness at Work terhadap Kinerja Pegawai
dengan Motivasi Kerja sebagai Varibel
Mediasi di Badan Kependudukan dan
Keluarga Berencana Nasional (BKKBN)", JIAP
(Jurnal llmu Administrasi Publik), 2020

Publication

T

journal.stkipsingkawang.ac.id

Internet Source

T




Exclude quotes On Exclude matches <1%

Exclude bibliography On



