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Abstract

The development of Islamic banks in Indonesia is not only focused on increasing the
development of the number of assets, financing channeled, third-party funds, but
process side, namely to human resources related to the performance of Islamic bank
employees. The need for in-depth studies related to employee performance where this
research is aimed the relationship of factors supporting the performance of Indonesian
sharia bank employees branch in the form of Religiousness, discipline, communication,
employee relationship management, interpersonal communication, incentives,
training, and work pressure. This research uses quantitative methodology with
Structural Equational Modeling (SEM) analysis with the aim of knowing the relationship
and the right model on the development of the performance of Indonesian Sharia Bank
employees. The results of this study indicate that the variables of discipline,
communication, employee relationship management, and religiosity have a significant
relationship on employee performance while the other variables do not have a
significant relationship.

Keywords: Employee Performance; Indonesia Shara Bank; Employee Relationship
Management; Structured Equation Model.

Introduction

The development of the Islamic banking industry in Indonesia from 2017 to 2021
based on the total development of Assets, Disbursed Financing, and Third-Party Funds
has the decreased trend (OJK, 2021). It has the effect of one of the biggest challenges
of Islamic banks that is the limited human resources, both in terms of quality and
guantity. Therefore, it is necessary to develop the human resources of Islamic banks
with the aim of increasing the competitive value of Islamic banks, adapting modern
management, achieving the vision and competitive advantage of an organization
(Setiawan, 2010). Asnaini (2008) stated that Islamic banking human resources must
have knowledge and understanding in the field of business, implementation of Islamic
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business principles, consistent in work, and balanced IMTEK (Science and
Technology) and IMTAQ (Faith and Taqwa). Kertajaya and Sula (2006) state that
employees create based on the principles of the principles of heaven, namely
employees are not only required to implement the principles of healthy business
management known as Good Corporate Governance with high transparency and
accountability, not working solely for financial reasons, but motivated as worship to the
Supreme Creator by providing the best performance for the company.

The fundamental thing about Islamic banks related to their human resources is
sourced from the implementation of Islam, namely every activity of Islamic bank
employees must be based on the principle of worship to Allah SWT and believe that
work is a form of worship to gain worldly and afterlife benefits based on the philosophy
of religiosity (Eva Nuroniah and Abdi Triyanto, 2015). Another HR supporting factor is
in the form of employee discipline which is required to be done well by an employee
(Sutrisno, 2009). In the operational process of employees in the Islamic banking
industry, it is very necessary to have good and correct communication so that the
objectives of the company can be carried out properly in line with the work process and
employee performance as well as employee relationship management so that activities
carried out by employees with one another or from lower employees to leaders run
properly and create a conducive work environment, good and good employee
performance improvement by creating honest, open and trusting relationships with
each other (Yohanes Rabiqy, 2017).

The incentive factor also has a strong relationship with employee performance.
Incentives support the principle of fairness in compensation as well as a form of
additional motivation in the form of material based on high performance and
contribution from employees to the company (Nuraeni Gani, 2018). Another factor
besides incentives that affects HR and employee performance is interpersonal
communication. There are two communication models to improve performance and
company goals, namely coordinative communication, which is a communication
process that functions to unite every part of the company. The second communication
is interactive communication, which is a process of continuous exchange of
information, exchange of opinions and attitudes that are used as the basis for
adjustments among all parts of the company also with work partners (Nuraeni Gani,
2018).

Another supporting factor in the success of employee performance is work
pressure, where work pressure needs to be identified by HR management to
employees related to the workload carried out by employees, working time, low
supervision, unhealthy work climate, unclear authority and responsibility, work
conflicts, and differences in values and opinions between employers and employees
and leaders. The work pressure needs to be considered and provide appropriate and
quick solutions to employees and factors that cause work pressure to employees so
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that employees are motivated to work, especially to improve performance and achieve
company goals (Mangkunegara, A.A. A. P, 2011). The training factor is also a view in
improving the human resources of Islamic banking employees where the training
process focuses on providing, developing employee skills, competencies, solving
operational problems, improving employee performance, which can be considered
through, trainers used, materials, and methods used (Sri Wilujeng, 2017).

Research related to religiosity has been conducted by Eva Nuroniah and Abdi
Triyanto, (2015) where there is a big influence between the level of religiosity and the
level of employee performance at the head office of Islamic bank X. research related
to incentives has been conducted by Mazura, Mujiono and Rosmida (2012) where the
results show that the influence of incentives on employee performance has a positive
and significant effect. Research related to interpersonal communication has been
conducted by Beny Usman (2013) with research results stating that there is a
significant influence between interpersonal communication on employee performance.

Further studies that measure the employee performance model of Indonesia
Sharia Bank with the same theoretical approach and analysis tools using PLS-SEM
has not been conducted comprehensively. Thus, this research has advantage novelty
to measure the employee performance model of Indonesia sharia bank in term of
employee performance, religiousness, discipline, communication, employee
relationship management, interpersonal communication, incentives, training, and work
pressure variables using PLS-SEM and hopes to improve the employee performance
through the company policies.

Method

This research uses quantitative research using structural equational modelling
(SEM) analysis with purposive sampling method on the sample. Related to the SEM
sample proposed by Ferdinand (2011), The sample of this research is 111
respondents from Indonesia Sharia Bank of Gresik Branch employees, where these
employees as respondents were given online questionnaires related to the
performance of Sharia bank employees. To test the SEM sensitivity model, there are
at least 100 respondents, so that all employees are used in the SEM assessment.
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Table 1: Research instruments.

Vgr(;zt;le Variables Indicators Inglggéor
C Money D1
D Discipline Activities D2
Performance-based compensation 11
(relationship)
Pen‘)ormance-based compensation (working 12
. we
I Incentives Wages (relationship to performance) 13
Wages (running well) 14
Bonus (relationship with performance) 15
Bonus (going well) 16
Openness (relationship with performance) K1
. Openness (going well) K2
K Communication Policy honesty (relationship with performance) K3
Policy honesty (working well) K4
Media (relationship with performance) Kll
Media (running well) K12
Relationship (relationship with performance) KI3
Relationship (going well) Kl4
| Discourse (relationship to performance) K15
Kl Clnterper_sona Conversation (Discourse) (going well) K16
ommunication . . -
Interaction (relationship with performance) K17
Interaction (going well) K18
Communicator Characteristics (relationship KI9
with performance)
Communicator Characteristics (going well) K110
productivity or quality of work KK1
work environment and culture (relationship
. KK2
with performance)
work environment and culture (working well) KK3
Employee self-potential KK4
KK . . . . .
Performance | sincerity and work completion (relationship KK5
with performance)
sincerity and work completion (going well) KK6
work effectiveness (use of working time) KK7
worship to Allah SWT KK8
Entitlement (relationship with performance) MHK1
Rights (running well) MHK2
Employee Liability (relationship to performance) MHK3
MHK Relationship | Obligations (running well) MHK4
Management | Miscommunication (relationship with
MHK5
performance)
Miscommunication (handling went well) MHK®6
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performance)

Misinterpretation (relationship with MHK7
performance)
Misinterpretation (handling went well) MHKS8
Increased ability / expertise / Competence

) o P1
(relationship with performance)
Improved ability / expertise / Competence P2
(running well)
Good  environment  (relationship  with P3
performance)
Good neighbourhood (running well) P4
Correction of weaknesses (relationship to P5
performance)
Correction of weaknesses (going well) P6
Performance improvement (relationship with p7
performance)

P Training Performance improvement (going well) P8
Operational troubleshooting (link to P9
performance)

Operational troubleshooting (working well) P10
Promotion preparation (relationship  with P11
performance)
Promotion preparation (going well) P12
Organisational orientation (relationship with P13
performance)
Organisational orientation (working well) P14
self-improvement (relationship with

P15
performance)
self-improvement (going well) P16
Idiology (belief) R1
Idiology (agidah) R2
Religious Practice (Worship) Pillars of Islam R3
Religious Practice (Worship) Compulsory R4
Worship
Religious Practice (Worship) Sunnah Worship R5

R Religiosity Practise and Consequences (Adab) R6
Practise and consequences (morals) R7
Practise and Consequences (Amal) R8
Religious Knowledge (Intellectual) R9
Religious Knowledge (Science) R10
Experience (appreciation) R11
Experience (ruhaniyah) R12
workload is too heavy (relationship with TK1
performance)

TK Work Pressure | workload is too heavy (going well) TK2
urgent working time (relationship  with TK3
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urgent working time (good management) TK4
low quality of work supervision (relationship
. TK5
with performance)
low quality of work supervision (management
. TK6
is good)
unhealthy work climate (relationship with TK7
performance)
unhealthy working climate (management is
TK8
good)
insufficient work authority (relationship with TK9
performance)
insufficient work authority (management is TK10
good)
work conflict (relationship with performance) TK11
work conflicts (good management) TK12
differences in employee and leader values
. S TK13
(relationship with performance)
differences in employee and leader values
. TK14
(management is good)

Inner Model Analysis

Inner model analysis or structural model analysis is an analysis that describes
the relationship between latent variables based on substantive theory. Inner model
evaluation can be seen using several indicators as follows (Ghozali, 2014):

Model fit test

The model fit test is used to determine whether a model matches the data. In
the model fit test, there are three index tests such as the average path coefficient
(APC), average R-square (ARS) and average variance factors (AVIV), APC and ARS
are accepted on the condition that the p-value is smaller than 0.05 and AVIV is smaller
than 5. Another model fits in SEM PLS is that it can use the Standardized Root Mean
Square Residual (SRMR) where SRMR is a measure of absolute fit and a standard
differentiator between observed and predicted correlations. A value of zero indicates
a perfect fit. SRMR has no penalty for model complexity. Values less than 0.08 or 0.10
are generally considered a good fit (Hu & Bentler, 1999).

Coefficient of determination (R?)

To find out how much influence the independent variable has on the dependent
variable using the coefficient of determination. The results of R? of 0.67, 0.33, 0.19
indicate that the model is good, moderate, and weak.

Outer Model Analysis

The outer model or measurement model can explain each indicator block in
relation to its latent variable. Latent variables can be measured using indicators that
are reflective and formative. The design of the measurement model can produce the
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nature of the indicators of each latent variable whether reflective or formative based
on the operational variables. The outer model that plays a role in specifying the
relationship between latent variables and their indicators or manifest variables is
called the measurement model. Some tests on the outer model or reflective
measurement model evaluation are as follows (Ghozali, 2014):

1) Loading factor is the factor loading value of the factor loading value on the
latent variable with its indicator. The loading factor value must be above 0.5. 2)
Composite reliability measures internal consistency, and the value must be above
0.6.3) Discriminant validity is the square root value of the AVE that must be greater
than the correlation value between latent variables. 4) Cross loading is another
measure of discriminant validity. It is expected that each block of indicators has a
higher loading for each latent variable being measured and compared to indicators for
other latent variables.

While the outer model test for evaluating the formative measurement model is
1) Significance of weight value that the estimated values for the formative
measurement model should be significant. The level of significance is assessed by a
bootstrapping procedure. 2) Multicollinearity is the manifest variables in the block that
should be tested for multicollinearity. A variance inflation factor (VIF) value above 10
indicates the presence of multicollinearity.

Results

The loading factor value of the latent variable and its indicators with the limit of
the accepted loading factor value is above 0.5. While the loading factor values in this
study are as follows:

Table 2. Factor loading.

ggr?li;lzl f/lget)r;r?le gtefi/r;gtfil::] T Statistics |\ P Description
) M) (STDEV) (|O/STDEV|) | Values

D1<-D 0.973 0.972 0.008 116.456 0.000 | Valid

D2<-D 0.972 0.972 0.008 114.860 0.000 | valid

11<-1 0.954 0.954 0.010 91.293 0.000 | valid

12 <-1 0.920 0.920 0.020 46.874 0.000 | valid

I3 <- 1 0.937 0.936 0.015 62.949 0.000 | valid

14 <-1 0.786 0.786 0.071 11.017 0.000 | valid

15 <-1 0.851 0.849 0.044 19.558 0.000 | valid
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16 <- | 0.949 0.950 0.013 74.078 0.000 | Valid
K1<-K 0.864 0.865 0.027 32.052 0.000 | Valid
K2 <- K 0.956 0.954 0.016 59.723 0.000 | Valid
K3 <- K 0.981 0.981 0.005 197.197 0.000 | Valid
K4 <- K 0.912 0.910 0.026 35.224 0.000 | Valid
NG 0.905 0.905 0.024 37.679 0.000

Kl ' ' ' ' ' Valid
KI10 <-

K| 0.921 0.920 0.022 41.600 0.000 Valid
NS 0.831 0.832 0.054 15.341 0.000

Kl ' ' ' ' ' Valid
NS 0.913 0.911 0.025 37.245 0.000

Kl ' ' ' ' ' Valid
MaSES 0.911 0.910 0.021 42.864 0.000

Kl ' ' ' ' ' Valid
NS 0.896 0.895 0.027 33.083 0.000

Kl ' ' ' ' ’ Valid
MU 0.955 0.954 0.013 75.335 0.000

Kl ' ' ' ' ' Valid
NI 0.975 0.975 0.003 283.273 0.000

Kl ' ' ' ' ; Valid
N = 0.924 0.923 0.021 43.980 0.000

Kl ' ' ' ' ' Valid
NS 0.934 0.933 0.023 41.104 0.000

Kl ' ' ' ' ’ Valid
KK1 <-

KK 0.864 0.856 0.040 21.355 0.000 Valid
KK2 <-

KK 0.866 0.863 0.034 25.719 0.000 Valid
KK3 «<-

KK 0.903 0.899 0.030 30.445 0.000 Valid
KK4 <-

KK 0.766 0.768 0.067 11.401 0.000 Valid
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KKS <\ 9874|0873 0.024 37.048 |  0.000

KK : : : : 099 Valid
KK6 <

o 0889 | 0.886 0.028 31790 | 0000, .
KK7 <

o 0819 | 0.819 0.042 19.600 | 0000 |, .
KK8 <

K 0.809| 0.806 0.042 19.244 | 0000 |, .
MHKL

S 0889 | 0.888 0.021 41755 | 0000 |,
MHAK2

S 0913 | 0.013 0.014 64.784 | 0000, .
MHK3

S 0905 |  0.905 0.017 54134 | 0000, .
MAK4

s 0939 |  0.940 0.012 79.864 | 0000, .
MHK5

S 0801 | 0.798 0.051 15503 | 0000 |, .
MHK6

S 0.892|  0.890 0.026 34203 | 0000, .
MHAK?

S 0793 | 0.789 0.046 17.272 | 0000 |, .
MHKS

S 0.805| 0.801 0.047 17.302 | 0000, .
PL< P 0833 | 0.830 0.037 22.751 | 0.000 | Valid
PO < 4g73| 0872 0.038 23117 |  0.000

P : : : : 0991 i
PIL < 49013 o912 0.017 52.949 |  0.000

p : : : : 099 Valid
P12 < 8ss| 0886 0.018 49.585 |  0.000

p : : : : 099 Valid
P13 < | 4g50| 0.849 0.033 25.793 | 0.000

P : : : : 0991 Valid
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Pl < osa1| 0839 0.047 18.044 |  0.000

P Valid
PIS S| 0881|0883 0.025 35.000 | 0.000|
p Valid
PI6 <1 897| o0.s98 0.016 54.930 | 0.000 | .
P Valid
P2<-P | 0888| 0888 0.023 38.032 | 0.000 | Vald
P3<-P | 0840| 0838 0.043 19502 | 0.000 | Valid
P4A<-P | 0808| 0805 0.050 16.322 | 0.000 | Vald
P5<-P | 0902 0902 0.025 35.822 | 0.000 | Valid
P6<-P | 0899| 089% 0.034 26.728 | 0.000 | Valid
P7<-P | 0894 0892 0.035 25.858 | 0.000 | Vald
P8<-P | 0927 | 00927 0.012 75509 | 0.000 | Valid
PO<-P | 0869 0864 0.035 24526 | 0.000 | Valid
RI<-R | 0822| 0816 0.043 18.946 | 0.000 | Valid
R10 <-

o 0.965 | 0.964 0.008 124666 | 0.000 |,
RILS ) 023 | 00923 0.016 56.930 | 0.000

R Valid
RIZ <1 ssa| o881 0.042 20.920| 0000, .
R Valid
R2<-R | 0765 0.757 0.060 12.774 | 0.000 | Valid
R3<-R | 0871| 0868 0.032 27.180 | 0.000 | Vald
RA<-R | 0906| 0905 0.022 40421 | 0.000 | Valid
RE<-R | 0052 0952 0.010 95.053 | 0.000 | Vald
R6<-R | 0910| 0.909 0.021 43290 | 0.000 | Valid
R7<-R | 0934| 00933 0.016 59.334 | 0.000 | Vald
R8<-R | 0919 00917 0.024 38.816 | 0.000 | Vald
RO<-R | 00916| 00916 0.021 43.470 | 0.000 | Vaiid
Pél = o0870| 0873 0.033 26599 | 0.000 |,
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Pélo | 0957 0957 0.013 71.241| 0000, .
Péll | 0916| 00914 0.022 a1821| 0000 |,
;Elz ~| 0906 0905 0.022 41265 0000 |,
Pélg’ | o0828| 0824 0.042 19.742 | 0000 |, .
I';“ = o0835| 0833 0.042 19.810 | 0,000 |,
Péz = o0884| 0886 0.030 20600 | 0000, .
;';3 = oo011| 00913 0.030 20879 | 0000, .
;';4 = 0937| 0936 0.018 51365 | 0000, .
P;S = 093] 00938 0.016 57.413| 0000, .
I'ée = 0930 0930 0.018 52200 | 0000 |, .
I'f = 0967| 0966 0.010 99.027 | 0000, .
I';S = 0935|0933 0.016 60172 | 0000, .
Pég = 093] 0933 0.017 53734 | 0000, .

The discriminant validity which can be evaluated through cross loading and
compared to the AVE value with the square of the correlation value between
constructs. The cross-loading measure can be interpreted as a comparison of the
correlation of indicators with their constructs and other block constructs. If the
correlation between indicators and their constructs is higher than the correlation with
other block constructs, this indicates that the construct predicts the size of their block
better than other blocks. The following is the cross-loading value of this research:
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Table 3. Cross Loading

D | K KIl KK MHK | P R TK
D1 097 084 | 088 | 0.85| 0.86| 092| 0.79 | 093 | 0.74
3 0 6 3 1 0 5 9 4
D2 097 | 089 | 0.89| 0.86| 0.84| 091 | 086 | 0.94| 0.86
2 8 6 2 9 1 1 5 0
1 087 095| 082| 089 | 0.77] 0.88| 091 | 0.83| 0.85
5 4 9 6 0 8 1 3 0
2 090| 092 081| 0.80| 0.76 | 090 | 0.85| 0.84 | 0.82
0 0 6 1 4 9 5 7 1
13 083 093 | 082| 080 | 0.79| 0.83| 0.85| 0.82| 0.80
1 7 9 2 2 5 3 1 3
14 0.66| 0./8| 065| 0.67| 0.60| 0.68| 0.74 | 0.66 | 0.66
3 6 2 2 5 2 5 4 9
5 067 085| 0.71| 0.77| 0.65| 064 | 083 | 0.68 | 0.71
7 1 1 6 2 4 3 8 5
6 085| 094 | 082 | 091 | 0.80| 0.83| 0.93| 0.83 | 0.92
5 9 7 4 5 0 3 9 2
K1 082 0./v5| 086 | 0.84| O0.77| 0.712 | 0.72 | 0.81| 0.72
7 9 4 6 0 1 0 1 2
K2 0.80| 074 095 | 0.81| 090 | 0.79| 0.74 | 0.89 | 0.68
6 0 6 2 1 1 3 1 8
K3 091| 087 | 098 | 087 | 092 | 0.89| 0.84| 094 | 0.76
6 2 1 0 8 6 0 8 7
K4 0.85| 084 | 091 | 0.80| 0.87| 0.89| 080 | 0.85| 0.74
7 7 2 1 9 8 2 1 1
KI1 085| 082| 0.86| 090 | 0.85| 083 | 0.80| 0.87| 0.81
7 7 1 5 9 2 8 5 9
KI10 081 088 | 0.84| 092 | 0.79| 086 | 091 | 0.81| 0.85
8 8 4 1 8 1 6 9 2
KI2 071 065| 0.74| 0.83| 0.74| 062 | 0.77 | 0.79 | 0.68
0 7 5 1 2 2 3 3 4
KI3 0.75| 0./5| 0.8 091 0.85| 0.78| 081 | 081 | 0.75
7 9 4 3 8 3 6 0 9
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<14 0.75| 074 | 078 | 091] 0.81| 0.76 | 0.81| 0.79| 0.75
8 5 8 1 1 6 5 1 5
<15 0.75| 0.79 | 0.74 | 0.89 | 0.74| 0.75| 0.83 | 0.73 | 0.73
6 3 6 6 3 0 4 9 8
<16 0.82| 091| 0.85| 0.95| 0.80| 0.84 | 0.93 | 0.84| 0.86
5 8 8 5 9 2 4 2 9
<P 0.86| 091 | 0.85| 097 | 0.81| 0.86| 0.92| 0.87 | 0.86
4 7 0 5 8 1 7 1 9
<i8 092 | 0.87| 086 | 092 | 0.82| 0.88| 0.89 | 0.93| 0.86
7 9 9 4 8 3 4 4 6
<19 0.79 | 0.88| 0.84 | 0.93| 0.79| 0.83 | 0.90 | 0.84 | 0.81
9 4 2 4 0 1 5 0 9
«ky | 070[ 0.65| 084 0.71[ 086 0.70| 0.67 | 0.7 | 0.63
1 2 0 6 4 5 3 9 0
ko | 069 0.60| 0.84 | 0.66 | 0.86| 0.66 | 0.60 | 0.76 | 0.55
0 7 4 0 6 8 6 7 7
k3 | 073] 065] 078 068 090 0.79| 0.67 | 0.79 | 0.61
6 7 8 8 3 0 0 0 3
ka4 | 066] 049 067 | 057 0.76| 0.67 | 051| 0.67 | 0.51
5 8 3 1 6 7 4 1 6
ks | 079] 0.79| 077 081 0.87 | 0.84| 076 0.81 | 0.73
7 2 4 9 4 5 3 2 2
kg | 082 080 0.85[ 0.85| 0.88| 0.84 | 0.86 | 0.88 | 0.75
3 2 9 2 9 6 8 5 0
ks | 076 074] 079 090 | 081 0.81| 0.78] 0.80 | 0.78
0 7 3 7 9 5 9 3 1
kg | 079|076 079 073 0.80| 0.73| 0.67 | 0.79 | 0.67
8 5 1 5 9 9 0 7 3
viKy | 086 | 078 085 074 0.86 | 0:88| 0.78 | 0.88 | 0.73
4 7 6 5 1 9 7 3 9
VKo | 088 | 083 088 0.85| 0.89| 0.91| 0.82| 0.85 | 0.76
7 5 7 1 4 3 7 9 1
VK3 | 090 | 086 | 085 0.81[ 0.83] 0.90| 0.85| 0.87 | 0.77
0 1 7 3 6 5 1 6 8
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MHK4 089 | 092 | 087 | 0.85| 0.83| 093 | 0.88| 0.86 | 0.85
9 4 0 7 1 9 4 3 0
MHK5 0.74| 068 | 0.68| 0.68| 0.73| 0.80 | 0.63| 0.72 | 0.57
2 3 6 3 1 1 8 7 5
MHK6 084 | 0.78| 0.73| 0.74| 0.73| 0.89 | 0.72| 0.81| 0.71
9 7 9 2 6 2 9 1 5
MHK 7 064 | 057 | 057 | 0.64| 0.63| 0.79| 0.65| 0.65| 0.69
3 5 3 2 1 3 3 9 2
MHKS 0.70| 067 | 063 | 0.73| 0.65| 0.80| 0.71 | 0.68 | 0.72
7 9 5 7 5 5 6 7 8
P1 082| 087 090| 0.83| 0.81| 0.83| 0.83| 0.84| 0.76
7 5 5 1 9 8 3 4 8
P10 0.73| 087 | 066 | 0.79| 0.66 | 0.78| 0.87 | 0.74 | 0.80
7 0 8 2 4 7 3 5 7
P11 0.73| 082| 0.70| 0.82| 0.70| 0.79 | 091 | 0.75| 0.80
9 5 5 2 0 2 3 9 8
P12 0.78| 082 | 0.77| 0.86| 0.78| 0.81 | 0.88 | 0.81 | 0.84
1 5 1 3 7 1 5 2 7
P13 081 0./8| 0.80| 0.81| 0.77| 080 | 0.85| 0.84 | 0.80
6 0 3 9 7 6 0 2 0
P14 0.68| 0.79| 066 | 0.71| 0.63| 0.72| 0.84 | 0.69 | 0.75
0 6 3 6 1 4 1 9 7
P15 079| 083 0.71| 0.88| 0.72| 0.81| 0.88 | 0.76 | 0.87
8 1 8 3 9 5 1 4 5
P16 0.75| 084 | 0.77| 0.87| 0.75| 0.78| 0.89 | 0.76 | 0.86
5 9 5 2 8 8 7 8 7
P 085| 087| 0.88| 090| 0.82| 081 | 088 | 0.89 | 0.78
0 6 0 5 6 7 8 9 5
P3 066 | 0.74| 060 | 0.75| 0.63| 0.70 | 0.84 | 0.63 | 0.86
9 8 6 6 1 6 0 7 0
P4 062| 0.73| 0.60| 0.68| 059 | 0.62 | 0.80| 0.61| 0.71
4 4 7 2 8 9 8 5 6
P5 0.80| 090| 0.76 | 0.87| 0.74| 0.79| 090 | 0.77 | 0.91
0 4 9 7 0 5 2 8 1
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P6 069| 084 | 064 | 081 | 0.63| 0.74| 0.89 | 0.66 | 0.83
9 0 2 5 8 8 9 1 1
p7 068 | 084 | 0.70| 0.82| 0.73| 0.71| 0.89 | 0.71 | 0.80
3 4 7 9 0 8 4 6 7
PS 076 | 092 | 0.75| 0.84| 0.74| 0.80| 092 | 0.78 | 0.83
8 6 9 5 6 1 7 8 0
P9 060 | 0.73| 061 | 0.79| 0.65| 0.70 | 0.86 | 0.66 | 0.78
8 7 3 4 0 9 9 5 3
R1 080 069| 0.70 | 0.72| 0.83| 082 | 0.68 | 0.82 | 0.66
2 3 8 6 0 0 0 2 8
R10 094 | 083 | 092 | 0.89| 0.88| 0.85| 0.80| 0.96 | 0.80
9 0 5 1 4 9 5 5 4
R11 089 | 086 | 0.88| 091 | 0.82| 086 | 0.89 | 0.92| 0.84
1 5 6 4 6 3 2 3 3
R12 0.79| 0./5| 090 | 0.85| 0.83| 0.74| 0.78 | 0.88 | 0.72
7 4 1 7 8 0 6 4 1
R? 068 | 060 | 0.68| 056 | 0.72| 0.65| 0.56 | 0.76 | 0.47
6 5 5 7 3 4 3 5 2
R3 0.83| 0.73| 0.76 | 0.69 | 0.78| 0.79| 0.70 | 0.87 | 0.64
1 0 2 3 4 4 0 1 5
R4 086 | 0.76 | 0.86 | 0.78| 0.88| 085 | 0.76 | 0.90 | 0.75
8 9 1 8 1 3 2 6 8
RS 092 0.79| 0.85| 0.84| 0.86| 0.86| 0.80| 0.95| 0.81
4 2 3 3 0 8 3 2 7
R6 086| 0.74| 085| 083 | 0.81| 0.86| 0.75| 091 | 0.75
6 3 5 2 2 1 9 0 9
R7 094 | 087 | 089 | 0.88| 0.85| 0.89| 0.86| 093 | 0.80
8 1 0 6 4 1 4 4 6
RS 091| 087 | 092 | 0.89| 0.86| 0.86 | 0.85| 091 | 0.76
1 1 5 2 8 3 8 9 8
R9 094 | 084 | 089 | 0.86| 0.85| 0.86| 0.81| 091 | 0.76
8 9 2 0 1 3 0 6 6
TK1 082 082| 0.74| 0.82| 0.73| 085 | 082 | 0.79 | 0.87
9 4 2 1 9 9 0 9 0
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TK10 0.76 | 086 | 0.74| 0.85| 0.71| 0.78| 090 | 0.77 | 0.95
9 3 0 0 9 6 3 5 7
TK11 0.72| 0.77| 0.68| 0.80| 0.67| 0.71| 0.85| 0.73 | 0.91
7 3 5 1 6 9 7 6 6
TK12 068 | 0.72| 0.62| 0.73| 0.64| 0.72| 081 | 0.67 | 0.90
7 0 7 0 2 5 0 9 6
TK13 059| 069 | 051 | 0.63| 057 | 0.64| 0.73 | 0.58 | 0.82
4 6 8 1 7 1 6 4 8
TK14 0.74| 0.78| 0.73| 0.74| 0.67| 0.74| 0.78 | 0.74 | 0.83
6 2 9 0 7 6 0 7 5
TK2 081| 086 | 081 | 0.88| 0.79| 0.82 | 0.89| 0.80| 0.88
0 5 7 3 4 0 8 9 4
TK3 0.85| 085 0.79| 0.87| 0.79| 087 | 087 | 0.84| 0.91
2 7 9 7 0 8 6 0 1
TK4 0.77| 086 | 0.74| 0.81| O0.72| 0.77 | 0.87 | 0.76 | 0.93
4 7 5 3 0 8 4 3 7
TK5 0.72| 0.78| 0.70| 0.78 | 0.72| 0.72| 081 | 0.73 | 0.93
4 0 5 2 7 2 6 7 9
TKE 0.78| 0.78| 0.76 | 0.80| 0.73| 0.74| 0.81| 0.79 | 0.93
9 3 1 1 5 5 8 5 0
TK7 0.72| 083 | 068 | 0.81| 0.67| 0.76 | 0.90| 0.71 | 0.96
4 3 0 5 9 2 5 3 7
TKS 0.70| 080 | 062 | 0.74| 0.67 | 0.74| 0.88| 0.69| 0.93
0 3 3 9 3 2 0 7 5
TK9 0.72| 084 | 0.74| 0.83| 0.70| 0.75| 0.89 | 0.75| 0.93
2 4 5 2 8 8 6 2 4

To see the reliability and validity of the variables used, it is necessary to see
the value of Cronbach alpha, rho_A, composite reliability, or average variance
extracted d (AVE) which is better in measurement must have a value above 0.6. The
results of the composite reliability of this study are as follows:

Table 4. Reliability and Validity
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Avera

Cron Com |ge
bach' posit | Varian
. rho .

Variables S A - |e ce Description

Alph Relia | Extrac

a bility |ted

(AVE)

Discipline 0.943 | 0.943 | 0.972 | 0.946 | Reliable and Valid
Incentives 0.953 | 0.961 | 0.963 | 0.813 | Reliable and Valid

Communication 0.947 | 0.953 | 0.962 | 0.864 | Reliable and Valid

Interpersonal

.. 0.979 | 0.980 | 0.981 | 0.842 | Reliable and Valid
Communication

Employee 0.945 | 0.947 | 0.954 | 0.722 | Reliable and Valid
Performance

Employee

Relationship 0.953 | 0.960 | 0.961 | 0.755 | Reliable and Valid
Management

Training 0.980 | 0.981 | 0.981 | 0.767 | Reliable and Valid
Religiosity 0.978 | 0.979 | 0.981 | 0.808 | Reliable and Valid

Work Pressure 0.984 | 0.986 | 0.986 | 0.831 | Reliable and Valid

The next stage is to conduct hypothesis testing to determine the effect of each
independent variable on the dependent variable. The data analyzed is the factor score
or obtained from the results of factor analysis which includes variables of discipline,
incentives, communication, interpersonal communication, employee performance,
employee relationship management, training, religiosity, and work pressure. The next
stage is the specification of the model in the form of estimation of the model with
WLMV (Weighted Least Squares Mean and Variance) estimation in which variables
that do not show a significant effect will be eliminated in the direction of influence so
that the model fit will be obtained as follows:
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Figure 2. SEM Model of BSI Gresik Branch Employee Performance

Another model fit in SEM PLS can use the Standardized Root Mean Square
Residual (SRMR) where SRMR is a measure of absolute fit and as a standard
differentiator between observed and predicted correlations. A value of zero indicates
a perfect fit. SRMR has no penalty for model complexity. Values less than 0.08 or 0.10
are generally considered suitable or fit (Hu & Bentler, 1999). The value of the fit model
in this study is:

Table 5. Model Fit

Saturated
Model

Estimated
Model

SRMR 0.078

0.078

R square is used to measure the predictive power of the structural model and
explain the effect of exogenous latent variables on endogenous with a substantive
effect, where if the R square value is 0.67, 0.33, and 0.19, it indicates a strong,
moderate, and weak model. The R square value in this study is:

Table 6. R Square Research
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R R Square
Square Adjusted

KK 0.931 0.925

Table 7. Bootstrapping and Path Coefficients

Stan | T
ora | samo gt |3 | |,
gampl Mean | ation | (|O/S szl \e/:Iu Hypothesis
e(O) |[(M) |(STD |TDE
EV) |V
D-=KK | -0.682 0.664: 0.22 2.92 1-93 0-02 Accepted
|->KK | -0.066 | 037' 0'12 0'32 1'93 0'7i Rejected
K -> KK 0.486 | 0.466 0.12 2'9: 1'93 O'Og Accepted
Kl->KK | 0.158 | 0.156 0.12 1'02 1'98 0'2; Rejected
:\</I||2K -> 0488 | 0.471 0.15 4.02 1.9g 0.08 Accepted
PERRN 0175 | | 9% O] T8 00T giecren
R -> KK 0.708 | 0.721 O'Zi 3'28 1'93 0'02 Accepted
E; | 0.048 | 0.041 0'02 0'5; 1'98 0'5$ Rejected

Discussion

Judging from the results of the cross-loading data in table 3 above, it shows
that each indicator has a value above 0.7 by being declared reliable and valid or the
construct value of each indicator is accepted and high so that it can form a block
construct.

The value of R square in this study is 0.931 which indicates that this research
model is very strong and can also be seen from the Adjusted R Square value which
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shows a more accurate calculation of R Square at 0.925 which also shows a very
strong model. On the other hand, this value indicates that 92.5% of the endogenous
latent variable (dependent variable), namely Employee Performance, is influenced by
exogenous latent variables (independent variables), namely Discipline, Incentives,
Communication, Interpersonal Communication, Employee Relationship Management,
Training, Religiosity and Work Pressure by 92.5%, there is a value of 7.5% influenced
by other variables outside the variables studied in this research.

Judging from the bootstrapping results that the discipline (D), communication
(K), Employee Relationship Management (MHK), and religiosity (R) variables have a
calculated t value above the t table 2.938, 2.936, 4.082, and 3.209 and have a P-value
below 0.05, so it can be said that the Ha hypothesis is accepted and HO is rejected. In
other words, discipline (D), communication (K), Employee Relationship Management
(MHK), and religiosity (R) influence the Employee Performance of Bank Syariah
Indonesia Gresik Branch. On the other hand, other variables, namely incentives (I),
interpersonal communication (KIl), training (P), and work pressure (TK), which have a
t-value below the t table of 0.358, 1.092, 0.724, and 0.573 and have a P-value above
0.05, it can be said that the Ha hypothesis is rejected and HO is accepted or in other
words, incentives (1), interpersonal communication (KI), training (P), and work pressure
(TK) have no effect on the performance of employees of Bank Syariah Indonesia
Gresik Branch.

Conclusion

Based on the results of the research and discussion that has been presented
previously. It can be concluded that the discipline variable has a significant negative
relationship with a value of (O = 0.682) with a calculated t value of 2.938 greater than
t table 1.960 and a p-value of 0.003 smaller than 0.05 as a significant level of alpha
so that the discipline hypothesis has a significant negative relationship to the
performance of employees of Bank Syariah Indonesia Gresik branch is accepted. This
relationship states that if there is an increase in discipline through indicators of
increased money and activities, it causes a significant decrease in employee
performance.

The communication variable has a significant positive relationship with a value
of (0=0.486) with a calculated t value of 2.936 greater than t table 1.960 and a p-value
of 0.003 smaller than 0.05 as the alpha significance level so that the communication
hypothesis has a significant positive relationship to the performance of employees of
Bank Syariah Indonesia Gresik branch is accepted. This relationship states that if
there is an increase in communication through indicators of openness, openness
implementation, policy honesty and its implementation cause a significant increase in
employee performance.
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The employee relationship management variable has a significant positive
relationship with a value of (0=0.488) with a calculated t value of 4.082 greater than t
table 1.960 and a p-value of 0.000 smaller than 0.05 as the alpha significance level
so that the hypothesis of employee relationship management has a significant positive
relationship to the performance of employees of Indonesian sharia banks Gresik
branch is accepted. This relationship states that if there is an increase in employee
relationship management through indicators of application of rights, fulfilment of
employee rights, application of employee obligations, and management of
miscommunication and misinterpretation causes a significant increase in employee
performance.

The religiosity variable has a significant positive relationship with a value of (O
= 0.708) with a calculated t value of 3.209 greater than the t table of 1.960 and a p-
value of 0.001 smaller than 0.05 as an alpha significance level so that the religiosity
hypothesis has a significant positive relationship to the performance of employees of
the Gresik branch of Bank Syariah Indonesia is accepted. This relationship states that
if there is an increase in employee religiosity through ideological indicators of belief in
Allah SWT, Agidah, practice of Islamic pillars of worship, compulsory worship, sunnah
worship, practice of adab, morals, charity, religious knowledge, religious intellectuals,
good experiences and ruhaniyah causes a significant increase in employee
performance.

The incentive variable does not have a significant relationship with a negative
direction has a value of (O = 0.066) with a calculated t value of 0.358 smaller than the
t table 1.960 and a p-value of 0.721 greater than 0.05 as the alpha significance level
so that the incentive hypothesis has a significant relationship to the performance of
employees of Bank Syariah Indonesia Gresik branch is rejected. This relationship
states that if there is an increase in employee incentives through indicators of
compensation, wages, and bonuses, it does not cause a significant increase in
employee performance.

The interpersonal communication variable does not have a significant
relationship with a positive direction has a value of (O=0.158) with a calculated t value
of 1.092 smaller than the t table 1.960 and a p-value of 0.275 greater than 0.05 as the
alpha significance level so that the hypothesis of interpersonal communication has a
significant relationship to the performance of employees of the Gresik branch of Bank
Syariah Indonesia is rejected. This relationship states that if there is an increase in
employee interpersonal communication through indicators of media, relationships,
conversations, interactions between employees, and communicator characteristics
does not cause a significant increase in employee performance.

The training variable does not have a significant relationship with a negative
direction has a value of (O = 0.175) with a calculated t value of 0.724 smaller than the
t table 1.960 and a p-value of 0.470 greater than 0.05 as the alpha significance level
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so that the hypothesis of training has a significant relationship to the performance of
employees of Bank Syariah Indonesia Gresik branch is rejected. This relationship
states that if there is an increase in training through indicators of increasing ability or
expertise or competence, good environment, correction of weaknesses, and
performance improvement does not cause a significant increase in employee
performance.

The work pressure variable does not have a significant relationship with a
positive direction has a value of (O=0.048) with a calculated t value of 0.573 smaller
than the t table 1.960 and a p-value of 0.567 greater than 0.05 as the alpha
significance level so that the hypothesis of work pressure has a significant relationship
to the performance of employees of the Gresik branch of Bank Syariah Indonesia is
rejected. This relationship states that if there is an increase in work pressure through
indicators of heavy workload, urgent work time, low quality of work supervision,
unhealthy work climate, inadequate work authority, work conflict, and differences in
employee and leader values do not cause a significant increase in employee
performance.
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