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ABSTRACT: This study aims to determine and analyse the effect of workload and organisational culture on performance with work
motivation as a mediating variable in employees of Bank BSI KCP Mataram Pejanggik 2. This research uses quantitative associative
causality method. The research sample was all employees at Bank BSI KCP Mataram Pejanggik 2, totalling 54 people. Data collection
tools using questionnaires. Data analysis using SmartPLS 3.0 software with inner and outer model test stages. The results show
that workload has no significant effect on employee performance, organisational culture has a significant effect on employee
performance, workload has a significant effect on work motivation, organisational culture has a significant effect on work
motivation, work motivation has a significant effect on employee performance, motivation plays a mediating role in the effect of
workload on employee performance with work motivation, work motivation plays a mediating role in the effect of organisational
culture on employee performance.
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I.  INTRODUCTION

As a Finacial Services based business organisation, Bank Syariah Indonesia (BSI) offers sharia based financial services which is their
advantage to enter the financial services market in Indonesia. BSI is a merged bank between PT Bank BRI Syariah Tbhk, PT Bank
Syariah Mandiri and PT Bank BNI Syariah. This merger brings together the strengths of the three Islamic banks, providing more
complete services, wider reach, and better capital capacity. The number of BSI customers has grown significantly, reaching more
than 20 million customers by June 2024. The average growth is around 2 million customers each year. Meanwhile, BSI Mobile
already has 7.12 million customers as of June 2024. That number grew 33.9% on an annual basis (bankbsi.co.id). The data shows
how the good performance level of employees in providing services has become a key factor that determines the level of success
of BSI in competing in the financial services market in Indonesia.

In the perspective of human resource management, human resources are one of the most vital elements for organisations
because their performance is highly calculated to realise the company's vision and mission that has been set. Suryani et al. (2020)
state that human resources cannot be underestimated in the running of a business given their large role in the success and
sustainability of an organisation. Therefore, every organisation must be able to manage human resources more effectively and
efficiently, and ensure that every individual in the organisation is able to show their optimal performance towards the organisation.
For this reason, every management is required to always develop new ways to attract and maintain high performance from
employees for the benefit of the organisation (Handoko, 2008). Some previous literature has shown how factors such as workload
and organisational culture can be factors that determine performance levels.

Workload according to Rindorindo et al., (2019) is a condition of the work that is the task that must be able to be
completed with a certain time limit. While the definition of workload according to Sastradipoera, (1996) that workload analysis is
a process to determine the number of working hours of people used or needed to complete a job within a certain time. Some
previous research by Fristy (2022), Nurmeisa and Wirayuda (2023) discussed the effect of workload on employee performance.
This study concluded that there is a positive relationship between workload and employee performance, but in contrast to research
conducted by Jeky (2018) found that there is a significant negative relationship between workload and employee performance.
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The next factor that can affect employee performance is the culture that develops in the organisational environment. According
to Tjendana, (2022) organisational culture is a chart of a framework that is formed so that it guides daily behaviour and makes
decisions for employees and directs their actions to achieve organisational goals. some previous studies such as those conducted
by Saf'ani et al., 2021) state that organisational culture variables have a positive and significant effect on employee performance
variables. However, in a different study Kurniawan in Setiawan (2018) Organisational culture has no significant effect on employee
performance.

Departing from the inconsistencies in the results of several previous studies and the phenomenon above, this study tries
to analyse how workload and organisational culture can affect the level of performance in employees at Bank BSI KCP Mataram
Pejanggik. In addition, to provide novelty, this study involves Work Motivation as a mediating variable on the effect of Workload
and Organisational Culture on employee performance.

Il. LITERATURE REVIEW
Workload
Workload is a set or number of activities that must be completed by an organisational unit or position holder within a certain
period of time (Surnarso, 2010 in Rolos, Jeky et al, 2018). The definition of workload according to Sastradipoera, (1996) that
workload analysis is a process to determine the number of person-hours used or needed to complete a job within a certain time.
Moekijat (1999) adds that workload analysis is the determination of the number of employees needed to complete the work during
a certain period of time. Workload at Bank Syariah Indonesia MP2 such as the length of time working both in frontliners and
marketing (Overtime), high targets that must be achieved by each employee if they do not reach the target then double the next
target, jobdesk overload, and boredom at work.

Indicators of workload measurement according to (Koesomowidjojo, 2017: 33), among others:
Working Conditions
Working Time Usage
Targets to Achieve
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Work Environment
So it can be concluded that workload is a responsibility or work that must be completed by employees within the time
specified by a leader.

Organisational Culture
Organisational culture is the basic value of the organisation in the form of beliefs, norms and ways of learning of people in the
organisation which is the adhesive and characteristic of the organisation that can distinguish it from other organisations (Aziz,
Syaefudin et al, 2022). According to Tjendana, Martius (2022) states that organisational culture is a chart of a framework that is
formed so that it guides daily behaviour and makes decisions for employees and directs their actions to achieve organisational
goals.

Indicators for measuring the organisational culture of AHLAK SOEs include:
Amanah
Competent
Harmonised
Loyal
Adaptive
Collaborative
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So it can be concluded that organisational culture is the norms made by a leader to shape employee practices so that
every employee complies with the policies and decisions taken. so that the good and bad of the organisation depends on the
culture applied by a leader.

Work Motivation
Motivation is something that makes people act or behave in certain ways. (Maharani, Alfianika et al, 2023). According to Antika,
Dwi et al (2021) argue that motivation is something that causes, supports human behaviour so that they want to work hard and
enthusiastically to achieve optimal things.

Indicators of work motivation according to Abraham Maslow in Mangkinegara (2017) are as follows:
a. Physiological Needs
b.  Security Needs
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c. The Need to Feel Belonging
d. The Need for Self-Worth
e. The Need to Self-Actualise
So it can be concluded that work motivation is an encouragement or effort that causes passion by the leader so that
employees can move forward together and be loyal to the company.

Employee Performance
There are several definitions of employee performance submitted by experts, namely Yolanda, Puput et all (2022) explain that
performance is the quality and quantity of work achieved by an employee in accordance with the responsibilities of carrying out
his duties. According to Nurindah Dwi (2021) states that performance is the result of work achieved by a person based on job
requirements or job recruitment.

Indicators of measuring Employee Performance load according to Rivai (2014: 27), among others:
a. Quality of Work
b.  Work Quantity
c. Timeliness

So it can be concluded that employee performance is the result of work in quality and quantity achieved by an employee.
Conceptual Framework

Workload (X1)

Work Motivation Employee Performance

) [ | (Y)

___________ r'y

Organisational Culture

2

Figure 1. Conceptual Framework

1l. RESEARCH METHODOLOGY

This research uses a causal associative quantitative approach. Quantitative research is calculated using statistical analysis
(Sugiyono, 2016). The research population was all employees of Bank BSI KCP Mataram Pejanggik 2, totalling 54 people and all
employees were used as research samples. Data collection methods using questionnaires, interviews and documentation with data
collection tools using questionnaires, interview guides and cameras. The questionnaire was measured using a 5 Likert scale from
strongly disagree to strongly agree. Data analysis using SmartPLS software version 3.0.

V. RESULTS AND DISCUSSION

Respondent Characteristics

In this study, the specific description of respondents includes age, gender, work division and education. The general description of
respondents based on age, that most respondents aged between 31-35 years (50%) is a productive age to work, with the most
gender is male (66.67%) and the education of respondents is dominated by S1 level (74.07%).

Validity test

Convergent Validity is one of the tests used to determine the validity of an instrument. This test in the SmartPLS application with
reflective indicators can be assessed based on the magnitude of the value in the outer loading output by looking at the loading
factor number of each construct measurement indicator. Loading factor is a number that shows the correlation between the score
of a question item and the indicator score of the indicator construct that measures the construct. Convergent validity is considered
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valid if the outer loading value is above 0.50 (Wiyono, 2011). The results of convergent validity in this study using outer loading
found that all variable items were valid with outer loading above 0.50. The discriminant validity test is used to determine which
research instruments are valid. The provision is based on the output value of cross loading on the test variable indicator having a
value greater than the cross loading value on other variables. Based on the results of data processing, all items have a value above
0.5 so that these items can be processed further, and it can be concluded that the construct has good convergent validity.
Reliability Test

The Composite Reliability test is carried out by looking at the amount of output numbers on the Composite Reliability with the
provisions that an instrument can be called reliable if it has a value> 0.7. Based on the results of the calculation, the composite
reliability value for all constructs is> 0.7 and the Cronbach's alpha value for all constructs is>0.6. So it can be said that the constructs

in this study have good reliability.

R-square value
The R square value of this study shows the R-square value for Employee Performance of 0.636 which can be interpreted that

Employee Performance can be explained by the construct variables Workload, Organisational Culture, and Work Motivation by
63.6% while the remaining 36.4% is explained by variables outside the study. Meanwhile, the Work Motivation variable has an R-
square value of 0.458 which can be interpreted that Work Motivation can be explained by Workload and Organisational Culture by
45.8% while the remaining 44.2% is explained by variables outside the study.

Hypothesis Test
After conducting validity and reliability tests, then conduct an inner model test with stages, namely the pls algorithm test and

boostrapping to test the influence of each research variable. The results of this hypothesis analysis are expressed in the model

below:
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Source: SmartPLS output, processed by researchers (2025)
Figure 2. Path Coefficients
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Table 1. Hypothesis Test

Hypothesis Influence Original Sample (O) | T Statistics P Values Description

H1 Workload -> Employee -0.190 1.743 0.081 Rejected
Performance

H2 Organisational Culture -> Supported
Performance 0.503 3.884 0.000
Employees

H3 Workload -> Work Motivation 0.378 3.553 0.000 Supported

H4 Orgénls'atlonal Culture -> Work 0.413 3.407 0.001 Supported
Motivation

H5 Work Motivation -> Employee 0.498 3.962 0.000 Supported
Performance

H6 Workload -> Work Motivation -> 0.188 5 615 0.009 Supported
Employee Performance

H7 Organisational Culture -> Work Supported
Motivation -> Employee | 0.206 2.597 0.009
Performance

Source: SmartPLS output, processed by researchers (2025)

From the table 1. above, it can be seen that H2, H3, H4, H5, H6 and H7 show results that are in accordance or support the
hypothesis, in contrast to H1 where the results are not in accordance and do not support the hypothesis.
Discussion

Workload Does Not Significantly Affect Employee Performance

This study found that workload has a negative and insignificant effect on employee performance. Therefore, if the workload is
higher or lower, it will not affect employee performance because employees who work can overcome the workload with a good
work environment where workers help each other.

Workload according to Rindorindo et al. (2019) is a condition of the work that is the task that must be able to be completed with
a certain time limit. While the definition of workload according to Sastradipoera, (1996) that workload analysis is a process to
determine the number of working hours of people used or needed to complete a job within a certain time.

The results of this study are in line with research conducted by Vania et al. (2022) which shows the results of this study
that workload does not have a significant effect on employee performance because employees who work can overcome workload
with a good work environment.

Workload consists of 4 indicators, namely work conditions, use of working time, targets to be achieved, work
environment, based on the loading factor on workload indicators, the highest value falls on work conditions. This can be seen from
the highest loading factor value in the workload indicator, with the indicator "work conditions". So that the indicator of work
conditions is the most dominant in shaping workload variables. based on these results it can be concluded that employees of Bank
BSI KCP Mataram Pejanggik 2 use a lot of physical activities that are quite heavy in doing work.

Based on the respondents' answers to this research, namely that the working conditions are indeed very heavy but the
workers can overcome these problems with a good work environment where workers help each other at work so as to produce
good and quality work.

Organisational Culture Significantly Affects Employee Performance

This study found that organisational culture has a positive and significant effect on employee performance. Therefore, if the higher
the value of organisational culture, the higher the performance of employees who work and vice versa if the lower the value of
organisational culture, the lower the performance of employees who work.

Organisational culture is the basic value of the organisation in the form of beliefs, norms and ways of learning of people
in the organisation which is the adhesive and characteristic of the organisation that can distinguish it from other organisations
(Aziz, Syaefudin et al, 2022). According to Tjendana, Martius (2022) states that organisational culture is a chart of a framework that
is formed so that it guides daily behaviour and makes decisions for employees and directs their actions to achieve organisational
goals.

This is in line with Saf'ani's research, Faiz et al 2021 which shows the results of this study that the organisational culture
variable has a positive and significant effect on the employee performance variable because organisational culture is a general
challenge that regulates overall activities within the company based on the company's basic values to achieve company goals.
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Workload has a Significant Effect on Work Motivation
In this study obtained the results that workload has a positive and significant effect on work motivation. This is because employees
view the workload positively, besides that the superiors always provide motivation to each employee and also at Bank BSI KCP.
Pejanggik 2 does have a lot of workload but between employees help each other in speeding up the completion of work so that
employees do not feel they are bearing their own workload. Therefore, if the higher the workload value, the higher the work
motivation of the workers and vice versa if the lower the workload value, the lower the work motivation of the workers.

This is in line with the research of Rudiyanto et al (2021) which shows the results of this study that the workload variable
has a positive and significant effect on work motivation

Organisational Culture Significantly Affects Work Motivation
This study found that organisational culture has a positive and significant effect on work motivation. Therefore, if the higher the
value of organisational culture of a company, the higher the work motivation of the workers and vice versa if the lower the value
of organisational culture, the lower the work motivation of the workers. It shows that organisational culture is a guideline to
motivate employees to do a good job.

This is in line with Sutoro's research (2020) which shows the results of this study that organisational culture variables have
a positive and significant effect on work motivation.

Work Motivation Significantly Affects Employee Performance

This study found that motivation has a positive and significant effect on employee performance. Therefore, if the higher the work
motivation of the employees, the higher the employee performance and vice versa if the lower the work motivation of the
employees, the lower the employee performance. Indicating that the need for motivation from superiors to subordinates,
considering that motivation can have an influence on decreasing or increasing overall employee performance.

Motivation is the activity of a person's tendency to engage in activities that lead to goals. If the needs at each level are
met in the company, it will motivate employees to carry out their duties and work. Employees who are motivated because of the
fulfilment of their needs will make these employees more active and better so that they can realise good performance.

This is in line with the research of Antika, Nuridah Dwi et al, 2021 which shows the results of hypothesis testing that has
been carried out by research, it can be seen that work motivation has a significant effect on employee performance.

Workload Significantly Affects Work Motivation with Employee Performance as a Mediating Variable

This study found that workload has an indirect and significant effect on work motivation through employee performance as a
mediating variable. Basically, the more workload borne by employees, the employee's work motivation will decrease. Excessive
workload will have an impact including physical fatigue or mental fatigue as well as emotional reactions. If employee performance
has decreased or increased, employees need work motivation from superiors.

Organisational Culture Significantly Affects Work Motivation with Employee Performance as a Mediating Variable

This study found that organisational culture has an indirect and significant effect on work motivation through employee
performance as a mediating variable. Basically, organisational culture is a guideline for motivating employees to do a good job. If
employee performance decreases or increases, employees need work motivation from superiors, because motivation from
superiors is very important to remind employees.

V. CONCLUSIONS AND SUGGESTIONS

Conclusion

Based on the research findings, it shows that workload does not have a significant effect on employee performance. This means
that high or low workload does not affect the level of employee performance, especially in the financial services industry. In
contrast to workload, organisational culture actually shows a significant influence on the level of employee performance, this
means that the better the organisational culture will further improve employee performance. Finally, work motivation is
significantly able to mediate the influence between workload and organisational culture on employee performance.

Suggestions

The results of this study can be a reference for the development of science, especially in the field of human resource management
in understanding factors such as Workload, Organisational Culture and Work Motivation that can determine the level of employee
performance. In addition, the results of this study can be a reference for stakeholders, especially for business organisations in the
financial services sector to understand how the influence of Workload, Organisational Culture and Work Motivation can affect the
performance of their employees.

JEFMS, Volume 08 Issue 03 March 2025 www.ijefm.co.in Page 1601



The Effect of Workload and Organisational Culture on Performance with Work Motivation as a Mediating Variable
in Employees of Bank BSI KCP. Mataram Pejanggik 2

REFERENCES

1) Antika, Dwi Nuridah et al. (2021). Pengaruh Motivasi Kerja terhadapt Kinerja Karyawan di Perusahaan PTPN X Pabrik Gula
Lestari Kertosono. Jurnal Manajemen dan Organisasi (JMO). 12 (2), 99-108.

2) Asnawi, N., & Masyhuri, M. (2011). Metodologi riset manajemen pemasaran: disertai dengan contoh hasil penelitian.

3) Aziz, Syaefudin., Huda, Nurul., Kurniawan, Luluh Abdilah. (2022). Pengaruh Budaya Organisasi Terhadap Kinerja Organisasi.
Jurnal Manajemen Bisnis dan Organisasi, 1 (2), 337-340.

4) Baron, R.M. & Kenny, D.A. (1986). The Moderator-Mediator Variable Distinction in Social Psychological Research: Conseptual,
Strategic, and Statistical Considerations. Journal of Personality and Social Psychology, 51(6), 1173- 1182.

5) Chin, W.W. (1998). The Partial Least Squares Approach to Structural Modeling. Modern Methods for Business Research, 295,
295-336.

6) Cohen, J. (1988). Stastitical Power Analysis for the Behavioral Sciences. (2nd ed.).Hillsdale, NJ: Lawrence Erlbaum Associates.

7) Ferdinand, A. (2014). Metode penelitian manajemen: Pedoman penelitian untuk penulisan skripsi tesis dan disertasi ilmu
manajemen.

8) Fristy, Anne Monik. (2022). Pengaruh Beban Kerja Terhadap Kinerja Karyawan PT. JNE Pekanbaru. Sains akutansi dan
keuangan, 91-97.

9) Ghozali, Imam. 2007. Aplikasi Analisis Multivariate dengan Program SPSS. Semarang: Badan Penerbit Universitas
Diponegoro.

10) Hair, J. F,, Hult, G. Tomas M., Ringle, Christian M., & Sarstedt, Marko. (2014). A Primer On Partial Least Squares Structural
Equation Modeling (PLS-SEM). Thousand Oaks, California: SAGE Publications, Inc.

11) Iriani, Nisma et all. (2022). Metodologi Penelitian. Jakarta : Rizmedia Pustaka Indonesia.

12) Indorindo RP, Murni S, Trang |(2019). Pengaruh Beban Kerja, Stres Kerja Dan Kepuasan Kerja Terhadap Kinerja
Karyawan Hotel Gran Puri. 5953 Jurnal EMBA, 7(4), 5953-62.

13) Koesmowidjojo, S. (2017). Panduan Praktis Menyusun Analisis Beban Kerja. Raih Asa Sukses

14) Komaruddin, Sastradipoera. (1996). Pengantar Manajemen Perusahaan. Jakarta : Rajawali Pers.

15) Kurniawan, A. W., & Puspitaningtyas, Z. (2016). Metode Penelitian Kuantitatif. Padiva Buku.

16) Maharani, Destin Alfianika., Supriantin, Dyah., Puspitawati, Endah. (2023). Pengaruh Motivasi Kerja terhadap Kinerja
Karyawan pada PT. Hasta Pusaka Sentosa Purbalingga. Jurnal Media Ekonomi dan Bisnis, 14 (1), 66-77.

17) Mangkunegara, Anwar, Prabu. (2017). Sumber Daya Manusia Perusahaan. Cetakan kedua belas. Bandung : Remaja
Rosdakarya.

18) Moekijat. (1999). Kamus Manajemen. Bandung : Mandar Maju.

19) Nabila, Vania Sally & Syarvina, Wahyu. (2022). Analisis Pengaruh Beban Kerja Terhadap  Kinerja  Karyawan  PT.
Perkebunan Nusantara IV Medan . Jurnal Kewarganegaraan.

20) Nurrahmah, Wildatur., Sumastuti, Efriyani., Violinda, Qristin. (2024). Motivasi Sebagai Mediasi antara K3 Lingkungan Kerja,
Beban Kerja dan Kinerja Karyawan. Jurnal llmiah Ekonomi dan Bisnis ,17 (1), 302-316.

21) Nurmaisa, D.S., & Wirayudha, A. (2023). Pengaruh Beban Kerja terhadap Kinerja Karyawan denganMotivasu Kerja sebagai
Variabel Mediasi pada Karyawan di Sari Ater Hot Springs Ciater Kabupaten Subang. Bandung Confrence Series : Business and
Management, 3(2), 841-851.

22) Rijanto, Alfitri & Mukaram. (2018). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan ( Studi di Divisi Account
Executive PT Agrodana Futures). Jurnal Riset Bisnis dan Investasi, 4(2).

23) Robbins, S.P., dan Judge, T. A. 2015. Organizational Behavior. Jakarta: Salemba

24) Rolos, Jeky K R., Sambul, Sofia A P., Rumawas, Wehelmina. (2018). Pengaruh Beban Kerja terhadap Kinerja Karyawan pads
PT. Asuransi Jiwasraya Cabang Manado Kota. Jurnal Administrasi Bisnis, 6 (4), 19-27.

25) Rudyanto, Bambang., Faizah, Hasnah., & Zulkarnian. (2021). Pengaruh Beban Kerja dan Kejenuhan Kerja (Burnout) terhadap
Motivasi Kerja Guru di Yayasan Pendidikan Cendana. Jurnal Manajemen Pendidikan, 9(2), 162-172.

26) Saf’ani, Faiz & Ratnawati, Intan (2021). Pengaruh Budaya Organisasi terhadap Kinerja Karyawan melalui Vaiabel Kesiapan
untuk Berubah sebagai Variabel Intervening dalam Menghadapi Revolusi Industri 4.0. Jurnal Studi Manajamen Organisasi
,18(2).

27) Setiawan, A. 2018. Pengaruh Disiplin Kerja dan Motivasi terhadap Kinerja Pegawai dengan Kepuasan Kerja sebagai Variabel
Intervening. Tesis. Semarang : PPS USM

28) Siswanto B. (2019). Pengaruh Motivasi Kerja dan Disiplin Kerja terhadap Kinerja Karyawan. Jurnal llmu Manajemen Sumber
Daya Mns. , 7(5):11.

JEFMS, Volume 08 Issue 03 March 2025 www.ijefm.co.in Page 1602



The Effect of Workload and Organisational Culture on Performance with Work Motivation as a Mediating Variable
in Employees of Bank BSI KCP. Mataram Pejanggik 2

29) Suryani, Ni Kadek., Sugianingrat, Ida Ayu Putu WIldani., & Laksemini, Kadek Dewi Indah Sri. (2020). Kinerja Sumber Daya
Manusia : Teori, Aplikasi, dan Penelitian. Badung, Bali : Nilacakra.

30) Sutoro. (2020). Pengaruh Budaya Organisasi terhadap Motivasi Kerja Pegawai BPSDM Privinsi Jambi. Jurnal llmiah
Universitas Batanghari jambi, 20(1), 104-112.

31) Sugiyono. (2016). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung : Alfabeta.

32) Sugiyono. (2015). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung : Alfabeta.

33) Sugiyono. (2013). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Bandung : Alfabeta.

34) Tenenhaus, M., Vinci Chatelin, Y.M., & Carlo, L. (2004). PLS Path Modeling. Computational Statistic and Data Analysis, 48,
159-205.

35) Tjendana, M. (2022). Pengaruh Budaya Organisasi, dan Kepuasan Kerja terhadap Kinerja Karyawan dengan Komitmen
Organisasi sebagai Variabel Interverning pada PT. Growth Industri Sumatera. Jurnal Akuntansu dan Manajemen, 1(1), 70-84

36) Wibowo. (2016). Manajamen Kinerja, Edisi Kelima. Jakarta : PT. Rajagrafindo Persada.

37) Yolanda, Puput., Widiana, Herlina Siwi., & Sari, Erita Yuliasesti Diah. (2022). Kinerja Karyawan : Faktor-Faktor yang
Mempengaruhi. Jurnal Diversita, 8 (2), 149-157

Internet Source
1) https://www.bankbsi.co.id/company-information/tentang-kami

® @ There is an Open Access article, distributed under the term of the Creative Commons

@ Attribution — Non Commercial 4.0 International (CC BY-NC 4.0)
(https://fcreativecommons.org/licenses/by-nc/4.0/), which permits remixing, adapting and
building upon the work for non-commercial use, provided the original work is properly cited.

JEFMS, Volume 08 Issue 03 March 2025 www.ijefm.co.in Page 1603



