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Abstract: Today, employee job performance has become main focus of organization or business industry due to their
contribution to business performance. This study investigates the relationship of work discipline, work environment, and
job satisfaction on employee job performance at Bank Syariah Indonesia (BSI) West Jakarta, Indonesia. This study is
designed using a quantitative approach through survey questionnaire. A total of 75 employees from BSI West Jakarta
Branch have participated and collected using random sampling technique. The data analyzed using structural equation
modeling (SEM) partial least square (PLS) method. The study result indicated that work discipline and job satisfaction
influence job performance. Besides that, this study indicated that work environment has no significant relationship with
employee job performance. In conclusion, this study has successfully investigated the determinant factors of employee
job performance. The study findings indicated that work environment and job satisfaction can enhance the employee
performance in Bank Syariah Indonesia (BSI) West Jakarta, Indonesia.
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1. Introduction

Organizational performance refers to how the process of carrying out activities to achieve the business goals
(Mulyasana et al., 2020). It is also realized that employee performance does not run by itself, but there are several
factors that influence it (Mayangsari et al., 2020), including organizational leadership, work atmosphere, work
environment, and time or working hours (Pavithra & Deepak, 2021). To get a picture of a person's performance, it is
necessary to specify the study the motivation related to employee job performance (Mayangsari et al., 2020). One of
the organization goal is to increase their employee job performance (Nurwulansari & Rikumahu, 2018). Performance is
defined as the quality and quantity of work achieved by an employee in carrying out their duties (Muradli & Ahmadov,
2019). A community is @ combination of organizations (Bajorek & Bevan, 2015). Organizations are a combination of
groups, and groups are a combination of individuals (Laras et al., 2021). Employees are social beings who are the main
wealth of every organization (Gross et al., 2021).

In this case, the company must continue to spur the performance of its employees so that the expected targets
can be achieved (Arifin et al., 2019). Agarwal & Gupta (2021) stated that an organization's success is threatened if its
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employees fail to accept its missions, goals, and objectives and fail to believe in what it stands for. Also, (Jiménez,
2018) stated that perceived organizational support affects employee engagement positively and employee engagement
(Son et al., 2021). Kamaruddin et al. (2021) showed a positive effect on affective commitment and employee
performance. Jing et al. (2019) argued that performance includes standards that are set as the basis for achieving work
activities and these standards also determine. Whether employee performance is good or bad (Bayu Kuta Waringin &
Dewi, 2018). Gandung (2022) stated that performance assessment is based on an understanding of knowledge, skills,
expertise, and behavior necessary to do a good job and a more extensive analysis of the attributes and behavior of
individuals (Yusliza et al., 2021). On this basis, a company needs to conduct coaching and development of employees
in order to reduce the cost of the waste. Bhardwaj et al. (2020) added that an employee cannot complete the job properly
and relies on tasks assigned to other employees (Raub et al., 2021).

On February 1, 2021, which coincided with 19 Jumadil Akhir 1442 H, it became a historical marker of the joining
of Bank Syariah Mandiri, BNI Syariah, and BRI Syariah into one entity, namely Bank Syariah Indonesia (BSI). This
merger will unite the advantages of the three Islamic Banks so as to provide more complete services, wider reach, and
have better capital capacity. Supported by synergy with holding companies (Mandiri, BNI, BRI) and government
commitment through the Ministry of SOEs, Bank Syariah Indonesia is encouraged to be able to compete at the global
level. However, this study is written to investigate the relationship of work discipline, work environment, and job
satisfaction on employee job performance at Bank Syariah Indonesia (BSI) West Jakarta, Indonesia

2. Literature Review

Human elements greatly determine the success of the organization is the relationship of dependence between
humans and organizations in the sense that humans are no longer possible to achieve their goals without using
organizational paths and on the contrary, every organization will achieve its goals and objectives through the efforts of
a group of people (Jung et al., 2021). The direct factor is the lack of quality resources so that doing the work is less than
optimal, while the indirect factor is due to the personality or characteristics of these resources (Mayangsari et al., 2020).
Performance is the result of work in quality and quantity achieved by an employee in carrying out his duties in
accordance with the responsibilities given (Mustafa et al., 2021). (Pavithra & Deepak, 2021) added that performance is
a result achieved by a person in carrying out the tasks assigned to him. Work performance is defined as the fulfillment
of work-related tasks or skills by an employee (Son et al., 2021).

Mulyasana et al., (2020) stated that performance is influenced by the quality and ability of employees, namely
matters related to education/training, work ethic, work motivation, mental attitude, and physical condition of employees.
The company must first research the regulations that will be applied, and whether the regulations are in accordance
with the abilities of the employees or not (Muradli & Ahmadov, 2019). It is necessary to take a more precise and accurate
way out so as to improve optimal employee performance, especially in the service sector, which a company wants to
achieve through increasing employee discipline (TomaZevi¢ & Aristovnik, 2019). Discipline is an effort to regulate one's
behavior so that one is accustomed to doing something as it should be stimulated by punishment and rewards.
Meanwhile, according to Pattarani et al. (2021), work discipline is a tool used by managers to communicate with
employees so that they are willing to change behavior as well as an effort to increase their awareness and willingness
to obey all company regulations and applicable social norms(Pavithra & Deepak, 2021). Mayangsari et al., (2020)
defined that discipline as a form of obedience and self-control that is closely related to rationalism, conscious, not
emotional.

The work environment is an important factor and can affect employee performance, but currently, there are still
many companies that do not pay attention to these conditions of the work environment around their company(Gross et
al., 2021). Haosana & Hatane (2015) explained that the physical work environment is one component of the work
environment, in addition to the human environment and the organizational environment. The results of this research
reveal a positive influence of the work environment on job satisfaction, especially the physical work environment. The
non-physical work environment includes the relationship between superiors and subordinates and relationships
between co-workers. Indicators of the relationship between superiors and subordinates are the close relationship with
superiors and transparency (Son et al., 2021). Laras et al. (2021) revealed that superiors do not give respect to
subordinates, and superiors show rude behavior to subordinates. Employees who have a high level of job satisfaction
will tend to be more committed and contribute and have high dedication to the company and ultimately have the will to
work harder and be more productive. On the other hand, employees with low levels of job satisfaction tend to have a
turnover, as well as decreased discipline and work productivity (Mayangsari et al., 2020).

3. Materials and Methods

The quantitative study involved as much as 75 employees from BSI West Java, Indonesia and collected using
random sampling technique. The data analyzed using two statistical analysis, namely descriptive and inferential
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statistics. The descriptive statistics, involving frequency and percentage. Inferential statistics, including structural
equation modeling with partial least square (SEM-PLS). The data analysis was assisted with SMARTPLS 3.

4. Results
4.1. Demography Profile of Respondent

The result of descriptive statistics is presented in Table 1. There are 75 employees who work to run the company's
daily operations, and they all come from different backgrounds. Demographic data of BSI West Jakarta employees can
be seen in the Table below:

Table 1. Demographic Profile of Respondents’

Demography Category Frequency Percentage
Employee Status Permanent Staff 75 100.0
Contract 0 0.0
Gender Male 36 48.0
Female 39 52.0
Age <20 Years Old 0 0.0
20-40 Years Old 53 70.7
> 40 Years Old 22 29.3
Education Bachelor 72 96.0
Master 2 2.7
Doctor 1 1.3

Table 1 displays all employee are permanent staff. Employee gender mostly is female (e.g., 39 or 52 percent) and
male only 36 or 48 percent. Most of respondents aged 20 to 40 years old as much as 53 or 70.7 percent. Followed by
higher 40 years old as much as 22 or 29.3 percent. For employee level of education, this study found that majority of
respondent education level is bachelor's degree is 72 or 96 percent. Remaining 3 respondents are master and doctoral
as much as 4 percent

4.2, Evaluation of Measurement Model

From the results of the factor loading test above, it can be seen that all the statements in the questionnaire when
tested are valid.

Table 2. Result of Construct Validity and Reliability

Variable Cronbach's Alpha  Composite Reliability Ag;rraa%(:e\ﬁi?;
Work Discipline 0.946 0.952 0.572
Work Environment 0.926 0.940 0.661
Job Satisfaction 0.877 0.905 0.577
Job Performance 0.916 0.929 0.546

Table 2 captures the result of construct validity and reliability. The result of analysis found that the variable of work
discipline, work environment, job satisfaction and job performance is higher than 0.60 (Hair, 2009). The composite
reliability value for all studied variables are higher than 0.70 (Hair, 2009). It means that the variables are used in this
study is reliable. The convergence validity of variable, this study uses average variance extracted (AVE). The threshold
for confirming the variable is convergent is AVE value should be higher than 0.50. The result displayed that all of the
variables are higher than the mentioned threshold. Thus, we can conclude that the variables are fulfilling the requirement
of convergent validity.



Febrian, W.D. & Purnama, Y.H. 2022/ International Journal of Advances in Social Sciences and Humanities, 1(1), 34-41. 37

Table 3. Result of Discriminant Validity using Fornell and Lucker Criterion

Variable Work Discipline Work Environment Job Satisfaction Job Performance
Work Discipline 0.756
Work Environment 0.812 0.813
Job Satisfaction 0.631 0.756 0.760
Job Performance  0.689 0.702 0.716 0.739

Table 3 describes the result of discriminant validity using Fornell and Lucker Criterion. The result indicated that
the square root of AVE is higher than the other variables. It means this study variables are fulling the requirement of
discriminant validity. Similar report can be seen in Table 4.

Table 4. Result of Discriminant Validity using Cross-Loading

Item Work Discipline Work Environment Job Satisfaction Job Performance
WD_1 0.753 0.571 0.493 0.603
WD_10 0.716 0.523 0.460 0.456
WD_11 0.731 0.697 0.545 0.588
WD_12 0.782 0.739 0.550 0.476
WD_13 0.801 0.706 0.493 0.454
WD_14 0.739 0.609 0.513 0.560
WD_15 0.726 0.674 0.516 0.538
WD_2 0.773 0.544 0.438 0.507
WD_3 0.717 0.587 0.424 0.518
WD_4 0.779 0.646 0.530 0.549
WD_5 0.719 0.541 0.417 0.450
WD_6 0.791 0.608 0.446 0.494
WD_7 0.806 0.654 0.482 0.543
WD_8 0.773 0.545 0.411 0.477
WD_9 0.728 0.544 0.407 0.525
WE_1 0.644 0.864 0.741 0.705
WE_2 0.655 0.700 0.554 0.589
WE_3 0.718 0.879 0.740 0.694
WE_4 0.711 0.853 0.714 0.654
WE_5 0.687 0.824 0.574 0.527
WE_6 0.660 0.788 0.478 0.492
WE_7 0.585 0.819 0.661 0.552
WE_8 0.619 0.762 0.578 0.536
JS_1 0.406 0.535 0.700 0.518
JS 2 0.468 0.606 0.798 0.654
JS_3 0.492 0.604 0.703 0.582
JS_4 0.409 0.538 0.729 0.565
JS_5 0.543 0.658 0.775 0.649
JS_6 0.549 0.637 0.839 0.754
JS_7 0.470 0.591 0.773 0.576
JP_1 0.659 0.804 0.819 0.822
JP_10 0.486 0.445 0.511 0.735
JP_11 0.366 0.374 0.480 0.709

JP_2 0.539 0.559 0.585 0.749
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JP_3 0.652 0.569 0.648 0.730
JP 4 0.446 0.556 0.662 0.749
JP_5 0.382 0.443 0.460 0.705
JP 6 0.594 0.583 0.555 0.781
JP_7 0.378 0.460 0.557 0.703
JP_8 0.377 0.389 0.438 0.705
JP_9 0.579 0.653 0.747 0.862

Table 4 captures the result of Cross Loading Factor. The result shows that the loading factor on the intended
construct is higher than other constructs. Thus, we concluded that there is no problem of discriminant validity.

4.3. Evaluation of Structural Model

Table 5. Result of Coefficient Determination (R Square)

Variable R Square R Square Adjusted
Job Performance 0.716 0.704

Table 5 shows the result of the coefficient determination. The R-Square value for constructs work discipline, work
environment and job satisfaction are 0.716. It means that the three studied variables can explain its relationship on
employee job satisfaction as much as 71.6 percent, while about 29.4 percent is influenced by other variables which do
not consider in this study.

Table 6. Hypothesis Testing

Variable Original Sample  Std. Dev T-Stats P-Value Decision
Work Discipline 0.269 0.102 2.651 0.008 Supported
Work Environment 0.037 0.132 0.279 0.780 Not Supported
Job Satisfaction 0.616 0.095 6.509 0.000 Supported

Table 6 displays the result of hypothesis testing. The result shows that work discipline and job satisfaction influence
job performance. The regression coefficient of Work Discipline is 0.269, std.dev is 0.102, t-stat is 2.651 and p-value is
0.008. It means that by assuming the work discipline increase 1 percent and the employee job performance would be
increase as much as 26.9 percent. Interestingly, this study found that regression coefficient of job satisfaction is 0.616,
std.dev is 0.095, t-stat is 6.509 and p-value is 0.000. It means that by assuming the job satisfaction 1 percent and the
employee job performance would be increase as much as 61.6 percent. Besides that, this study indicated that work
environment has no significant relationship with employee job performance.

5. Discussion

Discipline is a procedure that corrects or punishes subordinates for violating rules or procedures. Discipline is a
form of employee self-control and regular implementation and shows the level of sincerity of the work team in an
organization, closely related to performance which is the result of work in quality and quantity achieved by an employee
in carrying out his duties in accordance with the responsibilities given to them. The environment culture is an
atmosphere or physical work environment in which a group of individuals work to achieve a goal, closely related to
performance which is the result of work in quality and quantity achieved by an employee. Employees who have a high
level of job satisfaction will tend to be more committed and contribute and have a high dedication to the company and
ultimately have the willingness to work harder and more productively.

The result of this study found that work discipline has a significant effect on employee job performance. Similar
findings reported by Arif et al., (2019), Maryani et al., (2021), Prayogi et al., (2019) and Thaief & Baharuddin (2015),
which indicated that employee job performance closely explained by work discipline. Also, the finding of this study
indicated that job satisfaction has directly effect on employee job performance. The study results supported by Berliana
etal., (2018), Crossman & Abou-Zaki, (2003), Dizgah et al., (2012) and Inuwa, (2016), which stated the job satisfaction
can enhance the employee job performance. Besides that, this study found that work environment does not significant
effect on employee job performance. The study finding is contrasted with previous studies were indicated that work
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environment bring a positive and significant effect on employee job performance (Anitha, 2014; Badrianto & Ekhsan,
2020; Pawirosumarto et al., 2017; Ramli, 2019).

6. Conclusions

In conclusion, this study has successfully investigated the determinant factors of employee job performance. The
study findings indicated that work environment and job satisfaction can enhance the employee performance in Bank
Syariah Indonesia (BSI) West Jakarta, Indonesia. Also, this study identified that employees who have a high level of
job satisfaction tends to be committed and dedicated to the company and ultimately have the willingness to work harder
and more productive.
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