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Abstract 

The Indonesian banking world is experiencing very rapid development, more and more new banks are 
popping up such as Islamic banks, so that business in the banking world is increasingly competitive. 
The research objective was to determine the effect of religious culture, and Islamic leadership on 
employee performance through job satisfaction. This research is causal associative research and 
examines the effect of intervening variables using path analysis. The research was conducted in 2022, 
from a saturated sample, a sample of 80 respondents was obtained. The results of this study are that 
religious culture and Islamic leadership partially have a significant effect on employee performance. 
Religious culture has no significant effect on job satisfaction. Islamic leadership has a significant effect 
on job satisfaction. Job satisfaction has a significant effect on employee performance. Religious culture 
has a significant influence on employee performance through job satisfaction. Islamic leadership has 
a significant influence on employee performance through job satisfaction. In the Sobel test, job 
satisfaction cannot mediate the relationship between religious culture and employee performance. 
Job satisfaction can mediate the relationship between Islamic leadership and employee performance. 
The implications of this research are that employees at Bank Syariah Indonesia feel high job 
satisfaction and have an understanding that working well for a living is worship. Leaders need to 
improve employee performance by implementing a culture of religiosity and increasing solidarity 
among employees to achieve optimal job satisfaction. 

Keywords: Employee Performance; Islamic Leadership; Job Satisfaction; Religious Culture 

 

 

INTRODUCTION 

 The growing Industrial Revolution makes companies have to be able to 

optimize human resources and find ways to manage human resources (Poba-Nzaou 

et al., 2020) The relationship between employees and leaders is one of the 

determining factors for the success of an organization (Addin, 2020). Employee 

relations with Islamic leaders are the most important organizational assets and play 

a strategic role in the organization as thinkers, planners, and managers of 

organizational activities (Malik et al., 2022). To achieve organizational goals, 
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employees need a good leadership style and organizational culture. It can also 

optimize employee satisfaction in carrying out their work (Streimikiene et al., 2021). 

 Banks have a very important role in improving the economic and social 

welfare of the people of a country, and Islamic banks can be an alternative in helping 

to achieve this (Lakis & Baltušytė, 2018). The success of an organization is closely 

related to the quality of Employee Performance, and organizations should need to 

improve the quality of human resources and increase Job Satisfaction for employees 

(Elrehail et al., 2020).  The development of Islamic banks in Indonesia formally only 

started in 1992 and was seriously developed in 1998. With the enactment of Law No. 

10 of 1998 and Law No. 21 of 2008 concerning Islamic Banking, the development of 

the national Islamic Banking industry has become increasingly have an adequate legal 

basis and will encourage faster growth (Undang-Undang Perlindungan Pekerja 

Migran Indonesia, 2017). The banking world in Indonesia is currently experiencing 

very rapid development, new banks are increasing such as Islamic banks so business 

in the banking world is increasingly competitive and tight. Realities like this cannot 

be avoided so every bank is required to use various approaches to maintaining its 

business (Mustapita, 2021). 

 

Table 1. Development of Islamic Banks in Indonesia 

No  Information Bank Amount  

2017 2018 2019 2020 2021 2022* 

1. Sharia 
Commercial 
Bank 

13 14 14 14 12 12 

2. Sharia 
Business 
Unit 

344 354 375 392 444 444 

3. BPRS 167 167 164 163 163 164 

Source: Sharia Banking Statistics, 2022 

It can be seen in Table 1 that there is a development and decrease in the 

number of Islamic commercial banks, sharia business units, and Islamic people's 

financing banks from 2017 to 2022. Table 1 shows that there is a development and 

decrease in the number of Islamic commercial banks, sharia business units, and 

sharia people's financing banks from 2017 to 2022. When viewed through the 

national window, Islamic banking which competes with conventional banking is 

growing quite rapidly. If you look at the international window, in the Islamic Finance 

Country Index (DDCAP group, 2019) it is noted that Indonesia ranks 7th after 

Malaysia, Iran, Saudi Arabia, United Arab Emirates, and Kuwait. Meanwhile, in 2016 

Indonesia was ranked 6th, which means minus one ranking. The Islamic finance 

industry is indeed running in place when compared to these countries. On the other 

hand, the data proves that Indonesia has great potential and opportunities for the 

development of the sharia banking industry in the future, considering that Indonesia 
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is a country with the largest Muslim population in the world (Indonesian Ministry of 

National Planning, 2020). 

Factors that affect employee performance can be divided into several groups 

of variables. First, individual variables include the mental and physical abilities and 

skills of employees. Furthermore, background such as family, social level, and 

experience also plays a role. Demographics such as age, ethnicity, and gender also 

play a role. Organizational variables such as resources, leadership, rewards, and 

structure also matter. In addition, psychological variables such as perception, 

attitude, personality, learning, and motivation also have an important role in 

employee performance (Zafar et al., 2017). Previous research has found that 

religiosity has a relationship and effect on Employee Performance. Research that 

found that religiosity had a positive and significant effect on performance included 

(Zahrah et al., 2019). (Karim, 2017) found that religiosity had no significant effect on 

Employee Performance. Previous research also found that Islamic Leadership is 

proven to improve Employee Performance.  (Jumaing et al., 2017) suggested that 

Islamic Leadership has a significant effect on Employee Performance. This statement 

is supported by previous research including (Harahap, 2016) and (Wijayanti R, 2016) 

However, (Mappamiring, 2015) research actually found that Islamic Leadership had 

no significant effect on Employee Performance. 

In addition to Islamic Leadership and religiosity. Previous research has shown 

a relationship between Job Satisfaction and performance. (Faraz & Indartono, 2018) 

found that Job Satisfaction has a significant effect on performance. This statement is 

supported by research by (Omar et al., 2020) However, it is different from research 

(Puspitawati & Atmaja, 2021) which provides evidence that the relationship between 

Job Satisfaction and performance has no effect. Recently, many companies have 

emerged that apply religious values in their business activities. This company is also 

called a Spiritual Company. Spiritual Company was developed for companies with an 

interest in adapting to the common universal values of various religions, such as 

honesty, sincerity, humility, respect towards human dignity, benefits for all, and 

willingness to sacrifice for others and others (Davies & Thate, 2017). 

The company that is the object of this research is Islamic Bank Indonesia Area 

Malang. Since its initial operation until now, Bank Syariah Indonesia has shown 

significant changes (Kornitasari et al., 2022). Besides the government's commitment 

to the development of Islamic banking is getting stronger, Religious Culture is one of 

the foundations of Bank Syariah Indonesia Malang Area, of course, all of this is 

supported by the existence of quality Islamic Leadership. Employees who work at 

Bank Syariah Indonesia Malang Area have responsibilities and compliance with 

regulations that are expected to get Job Satisfaction and improve Employee 

Performance at Bank Syariah Indonesia Malang Area. 

The difference between this study and the previous research is that this study 

includes intervening variables which make the relationship between the 

independent variables and the dependent variable employee performance an 
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indirect relationship. The variable that was used as an intervention was job 

satisfaction besides that it was also a differentiator in this study in terms of object. 

This research is motivated by research gaps in previous studies. Based on research 

conducted by (Zaim et al., 2022) have come to the conclusion that Islamic leadership 

has a significant influence on employee performance. Research from (Robbie & 

Sayyaf, 2022) finds that religious culture has a positive effect on job satisfaction. The 

purpose of this study was to determine the effect of religious culture, and Islamic 

leadership on employee performance through job satisfaction. 

Employee work attitude is an employee's evaluative statement that must 

always be detected in order to understand the emotions and feelings of employees 

(Damianus et al., 2021). Leaders have an obligation to detect employee work 

attitudes to improve Employee Performance, improve organizational performance, 

and reduce work inefficiency in the organization. Therefore, it is very important to 

identify and know the Job Satisfaction of employees of Bank Syariah Indonesia 

Malang Area. This phenomenon is the background of researchers conducting 

research on Employee Performance which aims to find out and analyze what affects 

Employee Performance at Bank Syariah Indonesia Malang Area. 

Effective leadership is an important key in dealing with emotional 

environmental changes, especially in the era of the industrial revolution. Bank 

Syariah Indonesia Malang Area Office realizes this and seeks to make changes within 

the organization to improve employee performance and job satisfaction. In the 

process, it is important for leaders to transform leadership values to their 

subordinates and create a comfortable organizational culture. In the Pre-Research, 

an interview was conducted with the service manager of Bank Syariah Indonesia 

Malang Area Office, and found that the company applies an Islamic leadership style 

and integrates a culture of religiosity in it. Organizational development is also 

determined by the quality of human resources, and improving the quality of 

employee performance is a challenge in managing human resources. One important 

aspect in this regard is job satisfaction. By paying attention to these factors, Bank 

Syariah Indonesia Malang Area Office is committed to creating a work environment 

that combines the values of Islamic leadership, a culture of religiosity, and employee 

job satisfaction. 

LITERATURE REVIEW 

Previous Studies 

 Jamaludin & Subiyanto (2022) conducted a study entitled The Influence of 

Leadership Style, Organizational Culture, and Job Satisfaction on Employee 

Performance. This study aims to analyze and determine the influence of leadership 

style, organizational culture, and job satisfaction on performing employees. This 

research is quantitative with primary data taken using a questionnaire. This study 

uses a saturated sample where 105 employees use the entire population of members. 

The results showed that leadership style had a positive and significant effect on 
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employee performance, organizational culture had a positive and significant effect 

on employee performance, and job satisfaction had a positive and significant effect 

on the performance of employees. The results of the F-test state that leadership style, 

organizational culture, and job satisfaction simultaneously affect employee 

performance. 

 Santya & Dewi (2022) conducted a study entitled Job Satisfaction: Its 

Mediating Role in the Effect of Transformational Leadership and Organizational 

Culture on Employee Performance. The purpose of this study is to analyze the effect 

of transformational leadership, organizational culture, and job satisfaction on 

employee performance and the role of job satisfaction in mediating the effect of 

transformational leadership and organizational culture on employee performance. 

The population of this study is all employees actively working at PT Sinar Nusrapress 

Utama in Bali Province. The sample size was 157 employees determined by saturated 

sampling. The data were collected through questionnaires and analyzed by using 

Variance Based Structural Equation Modelling, namely Partial Least Square. The 

results show that transformational leadership has a positive and significant effect on 

employee performance, organizational culture has a positive and significant effect on 

employee performance, and job satisfaction has a positive and significant effect on 

employee performance. Job satisfaction is able to mediate the effect of 

transformational leadership style and organizational culture on employee 

performance. For PT Sinar Nusrapress Utama, this research can be used as a 

reference that transformational leadership style, organizational culture, and job 

satisfaction are important to maintain company performance and progress. 

 Amelia et al. (2022) conducted a study entitled The Effect of Islamic 

Leadership on Employee Performance Mediated by Job Satisfaction. This study aims 

to determine how the influence of Islamic leadership on employee performance, to 

determine the effect of job satisfaction on employee performance, and to determine 

whether job satisfaction plays a role in mediating Islamic leadership on employee 

performance. This research was conducted on the workforce of the Lumajang Islamic 

Hospital with a total of 68 respondents. Sampling technique uses a saturated 

sampling technique and data collection using a questionnaire. The data analysis using 

SEM-PLS. The results of this study indicate that Islamic leadership has an effect on 

employee performance, Islamic leadership has an effect on job satisfaction, job 

satisfaction has no effect on employee performance, and Islamic leadership has a role 

in mediating job satisfaction on employee performance. 

 The study entitled The Effect of Situational Leadership and Organizational 

Culture on Employee Performance Through Job Satisfaction was conducted by 

Ridlwan et al. (2021). The purpose of this study was to examine and analyze the 

influence of situational leadership and organizational culture on employee 

performance, with job satisfaction as the intervening variable. This study uses 

Structural Equation Modeling analysis with a sample consisting of 275 employees 

who work in the fire prevention and recovery department within the North Jakarta 
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City Government. The results of the study show that situational leadership and 

organizational culture have no direct significant relationship with performance. 

However, situational leadership and organizational culture have a positive and 

significant effect on job satisfaction, while job satisfaction has a positive and 

significant effect on employee performance. Therefore, it is suggested that 

organizations pay more attention to job satisfaction as an important factor in 

improving employee performance. Furthermore, researchers can replicate this 

model in different contexts to verify the applicability of the model that has been 

developed. 

 

Theory of Planned Behaviour  

 The behavior displayed by each individual is very diverse and unique. This 

diversity and uniqueness get the attention of experts to research human behavior. In 

(Mahyarni, 2013) Theory of Planned Behavior is the result of the development of the 

previous theory, namely the theory of reasoned action in 1991 by Ajzen. According 

to Ajzen's analysis, this theory of reasoned action can only be used for a behavior that 

is completely under the control of the individual and would not be appropriate if used 

to explain behavior that is not under the control of the individual because there are 

factors that may support or hinder to manifest individual intentions to behave. Ajzen 

in the theory of planned behavior adds one factor, namely perceived behavior control 

(Ajzen, 1991). According to (Wikamorys & Rochmach, 2017) Theory of Planned 

Behavior is a theory used for the stages of a person's behavior, in which this theory 

has two main assumptions for assessing a person's intention to behave, namely 

attitudes towards behavior and subjective norms. 

 

Job Satisfaction Theory 

 Employee job satisfaction must be created as well as possible so that work 

morale, dedication, love, and discipline of employees increased. There are several 

theories about job satisfaction according to Wexley and Yukl in (Andronicus et al., 

2023): The difference theory was first pioneered by Porter in 1961. Porter measures 

a person's job satisfaction by calculating the difference between what should be and 

perceived reality. According to this theory, if there is a difference between what an 

employee should get and what is expected, then satisfaction or dissatisfaction fasting 

will occur. Equity theory was put forward by Zaleznik in 1958, then developed by 

Adams in 1963. This theory shows that a person is satisfied or dissatisfied with the 

situation depending on feelings of equity and inequity. Feelings of fairness and 

injustice for the situation are obtained by everyone by comparing themselves with 

other people at the same level and type of work, in different places or places. Two 

factor theory was first put forward by Frederick Herzberg in 1959. In this theory it 

was argued that, in general, new employees tend to focus on satisfying lower needs 

in their first job, especially security. 
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 Based on the previous information, it can be described and explained the 

framework of the research in Figure 1. 

 

 

 

 

 

 

 

 

Figure 1. Research Framework 

 

 Figure 1 shows the relationship between the independent variables which 

include Religious Culture and Islamic Leadership, the affected variable is Employee 

Performance while Job Satisfaction is the intervening variable. So the hypothesis in 

this study is:  

H1: Religious Culture affects Employee Performance. 

H2: Islamic Leadership affect Employee Performance. 

H3: Religious Culture affects Job Satisfaction. 

H4: Islamic Leadership effect on Job Satisfaction. 

H5: Job Satisfaction effect on Employee Performance. 

H6: Religious Culture affect on Employee Performance Through Job Satisfaction. 

H7: Islamic Leadership affect on Employee Performance Through Job Satisfaction 

 

RESEARCH METHOD 

 This type of research is a quantitative approach, namely research conducted 

by collecting data in the form of numbers. According to (Sugiyono, 2018) this type of 

quantitative research is a research method based on the philosophy of positivism. 

This method is used for sample surveys and research populations. This research 

category is causal associative, namely research that aims to determine the effect of 

a variable on other variables that have a causal relationship. The research period was 

conducted in 2022, the data was taken from employees of Indonesian Islamic banks 

in the Malang area using the saturated sampling method and a total sample of 80 

respondents was obtained. This study aims to determine the effect of Religious 

Culture (X1) and Islamic Leadership (X2) on Employee Performance (Y) through 

employee Job Satisfaction (Z) as an intervening variable. 

 

 

Religious Culture 

(X1) 

Islamic Leadership 

(X2) 

Job Satisfaction (Z)  
Employee 

Performance (Y) 
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RESULTS AND DISCUSSION 

 Before the research variables were analyzed by testing the SPSS statistical 

formula, the data from each research variable was described first. This is intended to 

provide an overview of each variable studied. Research data that becomes the 

dependent variable (Y) is Employee Performance, while the independent variable is 

Religious Culture (X1), Islamic Leadership (X2) and the intervening variable is Job 

Satisfaction (Z). The statistical description of this research is shown in table 2, 

 

Table 2. Descriptive Statistics 

             N Minimum Maximum Mean Std. Deviation 

x1 80 3.86 4.24 4.04 .7658 

x2 80 3.75 4.34 4.0325 3.8112 

y 80 4.20 4.40 4.2933 3.7734 

z 80 4.04 4.48 452.24 .47608 

Source: Author, 2023 

 

 The variable (X1) has a mean value of 4.04 and a standard deviation of 0.7658. 

This means that the mean value is greater than the standard deviation, thus 

indicating a good result. Because the standard deviation is a reflection of high 

deviations, the data that is not diffused shows normal and unbiased results. The 

minimum value (X1) is 3.86 and the maximum value is 4.24. 

 The variable (X2) has a mean value of 4.0325 and a standard deviation of 

3.8112. This means that the mean value is greater than the standard deviation, thus 

indicating a good result. Because the standard deviation is a reflection of high 

deviations, the data that is not diffused shows normal and unbiased results. The 

minimum value (X2) is 3.75 and the maximum value is 4.34. 

 The variable (Y) has a mean value of 4.2933 and a standard deviation of 

3.7734. This means that the mean value is greater than the standard deviation, thus 

indicating a good result. Because the standard deviation is a reflection of high 

deviations, the data that is not diffused shows normal and unbiased results. The 

minimum value (Y) is 4.20 and the maximum value is 4.40. 

 The variable (Z) has a mean value of 452.24 and a standard deviation of 

0.47608. This means that the mean value is greater than the standard deviation, thus 

indicating a good result. Because the standard deviation is a reflection of high 

deviations, the data that is not diffused shows normal and unbiased results. The 

minimum value (Y) is 4.04 and the maximum value is 4.48. 

 

    Tabel 3. Normality Test and Coefficient of Determination (R2) 

N 80 

Asymp. Sig. (2-tailed) Religious Culture .345 

Asymp. Sig. (2-tailed) Islamic Leadership .320 

Asymp. Sig. (2-tailed) Employee Performance .258 
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Asymp. Sig. (2-tailed) Job Satisfaction .278 

R Square .396 

Adjusted R Square .364 

Std. Error of the Estimate 3.503 

Source: Author, 2023 

 

 Based on table 3, it is found that the value of Religious Culture is 0.345 > 0.050, 

Islamic Leadership is 0.320 > 0.050, Employee Performance is 0.258 > 0.050 and Job 

Satisfaction is 0.278 > 0.050. So according to the basis of decision making that the 

data is declared to meet the assumptions of the normality test. To reduce bias due to 

more than one independent variable, an adjusted coefficient of determination is 

used, namely Adjusted R Square (R2 Adj). Based on table 4, it is found that the 

Adjusted R Square value is 0.364 which is close to 1, meaning that the independent 

variable is able to provide almost all the information needed to predict the 

dependent variable. This shows that all independent variables simultaneously have 

an effect of 36.4% on the dependent variable. And the remaining 63.6% is influenced 

by other variables not tested in the study. 

 

Tabel 4. Regression Analysis Result 

Variable Coefficient Std. 
Error 

t-Statistic Sig 

Religious Culture → 
Employee Performance 

-.225 .109 -2.068 .046 

Islamic Leadership → 
Employee Performance 

-.181 .089 -2.037 .039 

Religious Culture → Job 
Satisfaction 

.239 .174 1.371 .148 

Islamic Leadership → Job 
Satisfaction 

-.338 .139 -2.432 .027 

Job Satisfaction → 
Employee Performance  

-.182 .069 -2.648 .012 

Religious Culture → 
Employee Performance → 
Job Satisfaction  

-.164 .069 -2.384 .037 

Islamic Leadership → 
Employee Performance → 
Job Satisfaction 

-.236 .068 -3.487 .001 

Source: Author, 2023 

 

 Based on the results of the Regression Analysis in Table 5, it can be interpreted 

as follows: First, the value of religiosity culture is 0.046 < 0.050, then H1 is accepted 

and H0 is rejected, meaning that Religious Culture has a significant and significant 

effect on Employee Performance. the results of this study are in line with research 

(Mathew et al., 2019) in his research Impact of religiosity, spirituality, Job Satisfaction 

and commitment on Employee Performance: a quantile regression approach and 

found that Religious Culture affects Employee Performance. 
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 Second, the value of Islamic Leadership is 0.039 < 0.050, then H2 is accepted 

and H0 is rejected, meaning that Islamic Leadership has an effect and is significant on 

Employee Performance. In line with the research of The Influence of Islamic 

Leadership on Work Performance in Service Industry: An Empirical Analysis which 

explains that Islamic Leadership affects Employee Performance (Zaim et al., 2022) 

and the research of The Effect of Prophetic Leadership on Employee Work Motivation 

at The Islamic Higher Education (Yusuf, 2022). 

 Third, obtained the value of the culture of religiosity of 0.148> 0.050, then H3 

is rejected and H0 is accepted, meaning that the culture of religiosity has no effect 

and is significant on Job Satisfaction. This is in line with research (Robbie & Sayyaf, 

2022) which answers that Religious Culture has no effect on Job Satisfaction. 

 Fourth the value of Islamic Leadership is 0.027 < 0.050, then H4 is accepted 

and H0 is rejected, meaning that Islamic Leadership has a significant and significant 

effect on Job Satisfaction. In line with the research of Islamic Leadership, Islamic Work 

Culture, and Employee Performance: The Mediating Role of Work Motivation and Job 

Satisfaction (Astuti et al., 2020) and the research The Influence of Organizational 

Culture, Islamic Leadership, Islamic Work Ethic on Organizational Commitment of 

Employee with Job Satisfaction as a Mediating Variabel (Suryani & Triyono, 2019). 

 Fifth, the value of Job Satisfaction is 0.012 < 0.050, then H5 is accepted and 

H0 is rejected, meaning that Job Satisfaction has a significant and significant effect on 

Employee Performance. The results of this study are the same as research which 

states that Job Satisfaction affects Employee Performance (Omar et al., 2020) and 

(Rodrigo et al., 2022). 

 Sixth, the value of the culture of religiosity through Job Satisfaction is 0.037 < 

0.050, then H6 is accepted and H0 is rejected, meaning that the culture of religiosity 

has an effect and is significant on Employee Performance through Job Satisfaction. 

Not in line with the research of (Widianto & Supriyono, 2018) which found that 

organizational culture had a positive and insignificant effect on Employee 

Performance at PT. BRI Syariah Surakarta Branch Office through Job Satisfaction as 

an intervening variable. 

 Seventh, the value of Islamic Leadership through Job Satisfaction is 0.001 < 

0.050, then H7 is accepted and H0 is rejected, meaning that Islamic Leadership has a 

significant and significant effect on Employee Performance through Job Satisfaction. 

Other research shows that Islamic Leadership has an effect on Employee 

Performance through Job Satisfaction as an intervening variable (Sunanda, 2020) and 

(Kuklytė, 2017). 

Tabel 5. Coefficient of Determination (Adjusted R2) 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .643a .762 .794 4.503 

 Source: Author, 2023 
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 Based on table 5, it is found that the Adjusted R Square value is 7.94 which is 

close to 1, meaning that the independent variable is able to provide almost all the 

information needed to predict the dependent variable. This shows that all 

independent variables simultaneously have an influence of 79.4% on the dependent 

variable. And the remaining 20.6% is influenced by other variables not tested in the 

study. 

  

 

 

 

 

 

 

 

 

CONCLUSION 

 

Figure 2. Path Analysis 

 

Table 6. Hypothesis Test Results 

No. Variable Effect 
Causal Effects 

Direct Indirect 

1. Religious Culture → Employee 
Performance 

-0,225  

2. Islamic Leadership → Employee 
Performance 

-0,228  

3. Religious Culture → Job 
Satisfaction 

-0,266  

4. Islamic Leadership → Job 
Satisfaction 

0,153  

5. Job Satisfaction → Employee 
Performance  

-0,287  

6. Religious Culture → Employee 
Performance → Job Satisfaction  

 (-0,324) + (-0,373) = 
 (-0,697) 

7. Islamic Leadership → Employee 
Performance → Job Satisfaction 

 (-0,188) + (-0,258) =  
(-0,446) 

Source: Author, 2023 

 

Based on the results of path analysis obtained the following values: 

1. The direct influence of Religious Culture on Employee Performance is -0.225. 

2. The direct influence of Islamic Leadership on Employee Performance is -

0.228. 

3. The direct influence of Religious Culture on Job Satisfaction is -0.266. 

4. The direct effect of Islamic Leadership on Job Satisfaction is 0.153. 

Islamic Leadership 

(X2) 

Job Satisfaction (Z) 

  

Employee 

Performance (Y)  

Religiosity Culture 

(X1) 

 

(X1) 

 

( 

0,943 0,896 
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5. The direct effect of Job Satisfaction on Employee Performance is -0.287. 

6. The Indirect Effect of Religious Culture on Employee Performance through 

Job Satisfaction is -0.697. 

7. The Indirect Effect of Islamic Leadership on Employee Performance through 

Job Satisfaction is -0.446. 

 

 Meanwhile, in the Sobel test, Job Satisfaction variable cannot mediate the 

relationship between the Religious Culture variable and the employee's 

performance. One-tailed probability value is 0.111 > 0.050. The Job Satisfaction 

variables can mediate the relationship between Islamic Leadership variables and 

Employee Performance, obtained from the One-tailed probability value of 0.36 < 

0.050. 

 Based on the research results, it was found that the employees at Bank 

Syariah Indonesia had job satisfaction, including satisfaction with the salary they 

received. In addition, employees also have an understanding that a good job for a 

living has religious value. In an effort to improve employee performance, leaders 

need to evaluate the implementation of a religious culture in the company. In 

addition, Bank Syariah Indonesia also needs to strengthen the relationship between 

leaders and employees by increasing solidarity among employees, while at the same 

time upholding religious values, in order to achieve optimal job satisfaction and get 

maximum performance. 

 

CONCLUSION 

 The main results of this study are that religious culture and islamic leadership 

partially have a significant effect on employee performance. religious culture partially 

does not have a significant effect on job satisfaction. Islamic leadership partially has 

a significant effect on job satisfaction. Job satisfaction has a significant effect on 

employee performance. Religious culture has a significant effect on employee 

performance through job satisfaction. Islamic leadership has a significant effect on 

employee performance through job satisfaction. Whereas in the Sobel test, the job 

satisfaction cannot mediate the relationship between the religious culture and 

employee performance. The job Satisfaction can mediate the relationship between 

islamic leadership and employee performance. 

 Based on the results of the study found the implication that employees at 

Bank Syariah Indonesia have felt job satisfaction such as being happy with the current 

salary. Employees also have an understanding that good work to earn a living is worth 

worship. Leaders need to improve employee performance by evaluating the 

implementation of a culture of religiosity in the company. Bank Syariah Indonesia 

needs to improve the relationship between leaders and employees by increasing 

solidarity between employees while upholding religiosity to achieve job satisfaction 

in order to get maximum performance. 

 



Volume 4, No. 1 (June, 2023) | pp. 83-98 

 

Determinants of Islamic Bank Employee Performance through Job Satisfaction | 95  
 

REFERENCES 

Addin, N. T. (2020). The Relationship Between The Leadership and Organitational  

 Performance a Review. Decision Making and Appropriate Decision when Crisis 

 Management View project. International Journal of Innovations in 

 Engineering Research and Technology, 7(11), 1–10. 

 https://www.researchgate.net/publication/346483351 

Ajzen, I. (1991). The theory of planned behavior. Organizational Behavior and Human 

 Decision Processes, 50(2), 179–211. https://doi.org/10.1016/0749-

 5978(91)90020-T 

Amelia, R. F., Febriani, R., & Sa’diyah, C. (2022). The Effect of Islamic Leadership on 

 Employee Performance Mediated by Job Satisfaction. International Journal of 

 Business, Economics and Law, 02(2), 58–68. 

 https://doi.org/10.22219/jamanika.v2i04.23805 

Andronicus, M., Sin, H. W., Stevanny, & Anggrainy, A. (2023). Effect of Financial 

 Compensation, Job Satisfication and Discipline on Employee Performance. JIT, 

 17, 185–193. 

Astuti, S. D., Shodikin, A., & Ud-Din, M. (2020). Islamic Leadership, Islamic Work 

 Culture, and Employee Performance: The Mediating Role of Work Motivation 

 and Job Satisfaction. Journal of Asian Finance, Economics and Business, 7(11), 

 1059–1068. https://doi.org/10.13106/jafeb.2020.vol7.no11.1059 

Damianus, A., Luciano, A., Ubasa, A., & Magallanes, T. (2021). Attitude Management 

 To cite this version : A new decade for social changes. 

Davies, D. J., & Thate, M. J. (2017). Monstrosities: Religion, identity and belief. 

 Religions, 8(6), 1–5. https://doi.org/10.3390/rel8060102 

DDCAP group. (2019). Islamic Finance Country Index 2019. Global Islamic Finance 

 Report 2019, 49–78. 

Elrehail, H., Harazneh, I., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S., & Ibrahim, H. M. 

 H. (2020). Employee satisfaction, human resource management practices and 

 competitive advantage: The case of Northern Cyprus. European Journal of 

 Management and Business Economics, 29(2), 125–149. 

 https://doi.org/10.1108/EJMBE-01-2019-0001 

Faraz, N. J., & Indartono, S. (2018). The mediation of frequent job on the effect of job 

 fit, job satisfaction, on performance. Business & Management Review 

 (Conference Proceedings), 9(4), 290–296. https://t2m.io/LoKG4Pxh 

Harahap, S. (2016). Pengaruh Kepemimpinan Islami dan Motivasi Kerja Terhadap 

 Kinerja Karyawan Pada PT . Bank Syariah Mandiri , Tbk. 3(2). 

Indonesian Ministry of National Planning. (2020). Indonesia Islamic Economic 

 Masterplan 2019-2024. Jurnal Ilmiah Ekonomi Islam, 6(3), 1–400. 

Jamaludin, M., & Subiyanto, D. (2022). The Influence of Leadership Style, 

 Organizational Culture, and Job Satisfaction on Employee Performance. Al-



Journal of Islamic Economics and Finance Studies 

 

96  | Determinants of Islamic Bank Employee Performance through Job Satisfaction 
 
 

 Kharaj : Jurnal Ekonomi, Keuangan & Bisnis Syariah, 5(4), 1711–1731. 

 https://doi.org/10.47467/alkharaj.v5i4.1892 

Jumaing, B., Haming, M., Sinring, B., & Dani, I. (2017). The Role of Mediation Morale: 

 The Effect of Islamic Leadership and Emotional Intelligence on Employee 

 Performance. IOSR Journal of Business and Management (IOSR-JBM), 19(10), 

 74–84. https://doi.org/10.9790/487X-1910037484 

Karim, S. (2017). Hubungan Gaya Kepemimpinan Transformasional dan Religiusitas 

 dengan Kinerja Karyawan. 2, 1–14. 

Kornitasari, Y., Safitri, I. W., Wanakusuma, I., & Safitri, D. I. (2022). Peramalan 

 Pertumbuhan Bank Syariah Indonesia Pasca Kebijakan Merger. 8(02), 1470–

 1478. 

Kuklytė, J. (2017). Islamic Leadership and Workplace Deviance: What Are The 

 Interaction? Balkan Journal of Social Sciences / Balkan Sosyal Bilimler Dergisi 

 ICOMEP, 212–221. 

Lakis, V., & Baltušytė, D. (2018). Islamic Banking as an Alternative to Banks in the 

 Western Countries. Ekonomika, 96(3), 73–89. 

 https://doi.org/10.15388/ekon.2017.3.11571 

Mahyarni, M. (2013). Theory Of Reasoned Action Dan Theory Of Planned Behavior. 

 Jurnal EL-RIYASAH, 4(1), 13. http://ejournal.uin-

 suska.ac.id/index.php/elriyasah/article/view/17 

Malik, M. S., Kamran Ali, Naila Kausar, & Muhammad Amir Chaudhry. (2022). Impact 

 of Strategic Human Resource Management on Rule Breaking and Job 

 Satisfaction: Moderating Role of Servant Leadership and Mediating Role of 

 Rules Control. International Journal of Management Research and Emerging 

 Sciences, 12(1), 76–86. https://doi.org/10.56536/ijmres.v12i1.192 

Mappamiring. (2015). Effect of Cultural Organization, Leadership and Motivation of 

 Work on the Performance of Employees (Studies in Islamic Banking in 

 Makassar). International Journal of Academic Research in Business and Social 

 Sciences, 5(12). https://doi.org/10.6007/ijarbss/v5-i12/1940 

Mathew, G. C., Prashar, S., Ramanathan, H. N., Pandey, U. K., & Parsad, C. (2019). 

 Impact of religiosity, spirituality, job satisfaction and commitment on 

 employee performance: a quantile regression approach. International Journal 

 of Indian Culture and Business Management, 19(4), 491. 

 https://doi.org/10.1504/ijicbm.2019.104797 

Mustapita, A. (2021). Socialization, Literacy and Implementation of Sharia Banking 

 Products. Journal of Interdisciplinary Socio-Economic and Community Study, 

 1(2), 63–67. https://doi.org/10.21776/jiscos.ub.01.02.05 

Omar, M. S., Rafie, N., & Ahmad Selo, S. (2020). Job Satisfaction Influence Job 

 Performance Among Polytechnic Employees. International Journal of Modern 

 Trends in Social Sciences, 3(14), 39–46. 

 https://doi.org/10.35631/ijmtss.314003 



Volume 4, No. 1 (June, 2023) | pp. 83-98 

 

Determinants of Islamic Bank Employee Performance through Job Satisfaction | 97  
 

Poba-Nzaou, P., Galani, M., & Tchibozo, A. (2020). Transforming human resources 

 management in the age of Industry 4.0: a matter of survival for HR 

 professionals. Strategic HR Review, 19(6), 273–278. 

 https://doi.org/10.1108/shr-06-2020-0055 

Puspitawati, N. M. D., & Atmaja, N. P. C. D. (2021). How Job Stress Affect Job 

 Satisfaction and Employee Performance in Four-Star Hotels. International 

 Journal of Applied Business and International Management, 6(2), 25–32. 

 https://doi.org/10.32535/ijabim.v6i2.1168 

Ridlwan, M., Purwandari, D. A., & Rahmat Syah, T. Y. (2021). The Effect of Situational 

 Leadership and Organizational Culture on Employee Performance Through 

 Job Satisfaction. International Journal of Multicultural and Multireligious 

 Understanding, 8(3), 73. https://doi.org/10.18415/ijmmu.v8i3.2378 

Robbie, R. I., & Sayyaf, R. T. F. (2022). Impact of Religiosity , Work-related Stress on 

 Performance and Workload as Moderating Variable. International Journal of 

 Social Science and Business, 6(2), 156–164. 

Rodrigo, J. A. H. N., Kuruppu, C. L., & Pathirana, G. Y. (2022). The Impact of Job 

 Satisfaction on Employee Performance: A Case at ABC Manufacturing 

 Company. Asian Journal of Economics, Business and Accounting, January, 1–

 9. https://doi.org/10.9734/ajeba/2022/v22i230541 

Santya, I. M. M. D., & Dewi, I. G. A. M. (2022). Job Satisfaction: Its mediating Role in 

 The Effect of Transformational Leadership and Organizational Culture on 

 Employee Performance. International Research Journal of Management, IT 

 and Social Sciences, 9(4), 569–586. 

 https://doi.org/10.21744/irjmis.v9n4.2118 

Streimikiene, D., Mikalauskiene, A., Digriene, L., & Kyriakopoulos, G. (2021). 

 Assessment of the role of a leader in shaping sustainable organizational 

 culture. Amfiteatru Economic, 23(57), 483–503. 

 https://doi.org/10.24818/EA/2021/57/483 

Sunanda, W. D. (2020). Pengaruh kepemimpinan islam dan religiusitas terhadap 

 kinerja karyawan melalui kepuasan kerja karyawan sebagai variabel 

 intervening (Studi kasus pada waroeng spesial sambal). Jurnal Ilmu 

 Manajemen, 17(1), 20–36. 

Suryani, T., & Triyono, R. (2019). The Influence of Organizational Culture , Islamic 

 Leadership , Islamic Work Ethic on Organizational Commitment of Employee 

 at Nahdlatul Ulama University Surabaya with Job Satisfaction as a Mediating 

 Variabel. 117–130. 

Undang-Undang Perlindungan Pekerja Migran Indonesia. (2017). Undang-Undang 

 Republik Indonesia No. 18 2017 Perlindungan Pekerja Migran Indonesia. 

 Pemerintah Indonesia. 

Widianto, T., & Supriyono, S. (2018). Pengaruh Kepemimpinan Dan Budaya Organisasi 

 Terhadap Kinerja Karyawan Bank Syariah Dengan Kepuasan Kerja Sebagai 



Journal of Islamic Economics and Finance Studies 

 

98  | Determinants of Islamic Bank Employee Performance through Job Satisfaction 
 
 

 Variabel Intervening. ProBank, 3(2), 52–59. 

 https://doi.org/10.36587/probank.v3i2.379 

Wijayanti R, M. (2016). Pengaruh kepemimpinan islami, motivasi dan kepuasan kerja 

 terhadap kinerja karyawan dengan lama kerja sebagai variabel moderating. 

 Jurnal PPKM III, 3(3), 185–192. 

Wikamorys, D. A., & Rochmach, T. N. (2017). Aplikasi Theory of Planned Behavior 

 Dalam Membangkitkan Niat Pasien Untuk Melakukan Operasi Katarak. Jurnal 

 Administrasi Kesehatan Indonesia, 5(1), 32. 

 https://doi.org/10.20473/jaki.v5i1.2017.32-40 

Yusuf, M. (2022). The Effect of Prophetic Leadership on Employee Work Motivation 

 at The Islamic Higher Education. AL-TANZIM: Jurnal Manajemen Pendidikan 

 Islam, 6(1), 195–206. https://doi.org/10.33650/al-tanzim.v6i1.3326 

Zafar, M., Karim, E., & Abbas, O. (2017). Factors of Workplace Environment that 

 Affects Employee Performance in an Organization: A study on Greenwich 

 University of Karachi. Munich Personal RePEc Archive, 78822, 1–24. 

 https://mpra.ub.uni-muenchen.de/id/eprint/78822%0A 

Zahrah et al. (2019). The Mediating Effect of Work Engagement on the Relationship 

 Between Person-Organization Fit and Knowledge Sharing. Journal of Applied 

 Business and Economics, 21(8), 2017. 

 https://doi.org/10.33423/jabe.v21i8.2587 

Zaim, H., Erzurum, E., Zaim, S., Uluyol, B., & Seçgin, G. (2022). The Influence of Islamic 

 Leadership on Work Performance in Service Industry: an Empirical Snalysis. 

 International Journal of Ethics and Systems, August. 

 https://doi.org/10.1108/ijoes-12-2021-0242 

 


