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1. Introduction 

In an organization, the employees apply the culture 
implementation as a behavior that will effect in the 
performance increasing. Wibowo (2012) mentioned that 
employee’s performance determines by both internal and 
external factor which is one of them is the organizational 
culture. Organizational culture is related to the individual 
behavior and the interaction among them in one 
organization (Schein, 2010). Some previous studies 
measured the effect of organizational culture on the 
performance of the employees (Nikpour, 2017; Syafii et 
al, 2025 and Saeed, 2013) by using some indicators to see 
the significance  of the influence. The results found that 
organizational culture has direct significant influence 
toward the performance. Organizational culture itself is 
created to make performance as a need. It is in line with 
Liliweri’s statement (2002) that employee is a human 
being that has culture potency such as thought (creating), 
feeling and desire (intention) that later end up with 
initiative.  

       Another internal effect is self-efficacy. Self-efficacy 
defined as someone’s belief on the chance to be success 
in a certain task (Kreitner, 2010). Based on Bandura 
(1997), self-efficacy reflects an individual’s belief in 
his/her ability in doing certain task in a specific working 
level. It is an important motivation (Gist, 1992). Self-
efficacy influences someone in making a choice, purpose, 
emotional respond, and effort in solving problem and 
keep on preserved. The basis of self-efficacy us the ability 
and the past performance and they have positive 
influence on it (Bandura, 1986). Later, Lee and Bobke 

(1994) said that mood could also affect self-efficacy:  
happiness can cause higher self-efficacy. Other 
researches done by Tim (2013); Lis (2016); Olido (2015); 
Salman (2016) stated that self-efficacy affect the 
employee's performance.   

       Employee performance is also formed from the 
organizational learning through the created culture. Some 
studies tested the influence of organizational learning 
toward employee performance since organizational 
learning assumed in giving positive impact to the 
organization in the future. As mentioned by Nafei (2015), 
Gomes et al (2017), employee who has willing to study 
about the organizational source, visible or invisible, gives 
positive impact on his/her performance, which also 
effects on the organizational performance by giving 
sustainable competitive advantage. 

       Organizational learning is a process instead of a goal, 
so it requires changes in the organizational culture, which 
are done by, be accustomed to learn, to change and to 
develop constantly. Learning culture that attached on the 
employee as the organizational entity seen as a process 
that should be taken to give positive impact on the 
employee to make them more independent, ready to 
develop in the community which will contribute to their 
working performance. 

       Bank is one of the vital organizational, all people 
need the back service as the currency provider and ease 
some transaction such as property credit, pay the school 
fee, bills for water, electricity and phone account and 
other needs, and also help people to invest. High 
competition requires banks to always be able to adapt to 
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any changes and technological developments to improve 
service quality. Employees are an asset as a driver of the 
banking business process. Employee management is 
important, it requires management commitment to 
manage employees not only for the sake of organizational 
performance, but also to provide opportunities for 
employees to develop their careers and competencies. 

       Especially with the current phenomenon, that bank 
employees are among the professions affected by the 4.0 
industrial revolution, so that employees should not lose 
compare to machines. There are some other sides where 
employees still have an important role, such as doing 
analysis, having deep communication with the customer, 
dealing with complaints which are some the roles of 
employees that cannot be replaced by machines. It needs 
control from management to make sure the balance 
percentage between the presence of employees and 
machines in the bank's business process. Creating a 
conducive culture, providing opportunities for the 
learning process to every employee have to be done to 
create self-efficacy and good employee performance, and 
for sure it will be beneficial for both parties, the 
organization and employees. 

       The research was conducted in several government-
owned banking institutions in Malang City and Regency, 
East Java, Indonesia, with respondents being assistant 
level employees. The consideration is that government-
owned banking institutions are considered as trustworthy 
organization, so with the good image, the researcher 
would like to know whether the organizational culture, 
learning process has been implemented properly, whether 
the employees have self-efficacy and good performance 
as feedback for the award received from the bank where 
he works. It is necessary to be known that a bank with a 
good reputation should pay attention to the welfare of its 
employees, in which knowing the fact is creating for the 
researcher to find out. Meanwhile, the assistant level 
employees were chosen on the basis that this level 
support the day-to-day operations of the bank which meet 
and serve customers directly. 

2. Theory  

Culture represents the personality of an organization, has 
a major influence on employee satisfaction and 
organizational success (Cyert, 1992). Employee 
satisfaction can result in optimal employee performance. 
Employee satisfaction can grow because of the 
commitment of the company to provide an objective 
employee assessment (Alder, 2001). A strong 
organizational culture helps in achieving employee 
performance, it also means the ease of achieving 
organizational goals and improving organizational 
performance (Deal&Kennedy, 1982). 

       Organizational culture is a system of shared 
meanings adopted by members that differentiates the 
organization from other organizations (Robbins and 
Judges, 2013). Saeed (2013) in his research revealed that 
culture is a strength inherent in employees as a value, a 
reference for action that is considered good and right. If 
there is a decline in culture, then it will have an impact on 
employee performance, and vice versa, if the culture is 
well understood and properly implemented by 
employees, performance will also give positive results. 
Syafii et al (2015) also conducted research on the 

relationship between organizational culture and 
employee performance by stating the results that there 
was a strong and significant relationship between culture 
and employee performance. The results of research 
conducted by Pavlica (2014); Fung (2017) also 
strengthens the results of previous findings, so that the 
following research hypothesis can be formulated: 

H1= Organizational culture affect significantly on the 
employee’s performance  

       Haddad and Taleb (2015) did a study by measuring 
the relation between self-efficay and the employee’ 
performance by using demographic factors, such as age 
and status as the study material. The result shows that 
there is a strong and positive relationship between self-
efficacy and the employee’s performance. Another 
research done by Lis and Yunus (2016) in which tested 
the self-efficacy toward the employee’s performance 
using employee’s satisfaction as the moderate variable. 
The result found that self-efficacy has both direct and 
indirect impact on the employee’s performance which 
lead to the following hypothesis: 

H2= Self-efficacy significantly affect the employee 
performance  

       Organizational learning is sustainable process that 
done by all of the organization members that oriented on 
the process (Garvin, 2000). It is also mentioned that 
employee who has knowledge about the organization can 
relate easily with the targeted performance. This result is 
also supported by Abdi (2018); Jimenez (2010), which 
mentioned that organizational learning give effect on the 
employee’s performance, so that the following 
hypothesis is made:  

H3= Organizational learning has significant effect on 
the employee’s performance   

       Abdi (2018) and Alsabbagh (2017) conducted 
research on the relationship between organizational 
culture and organizational learning and it has been 
mentioned in the third hypothesis that it is assumed to 
have significant relationship between organizational 
learning and employee performance, which is supported 
by the opinion of Garvin (2000), then the hypothesis is 
made to test the relationship between organizational 
culture and employee performance indirectly through 
organizational learning as a moderator, so the hypothesis 
is as follows: 

H4=  Organizational culture has significant effect on 
the employee’s performance through 
organizational learning  

       As mentioned in the first and second hypothesis that 
there is assumption that there is an effect of 
organizational culture toward the employee’s 
performance, and it is assumed that there is an impact of 
the self-efficacy to the employee’s performance and it is 
supported by the research done by Salman, et al (2016); 
Tim et al (201), so the following hypothesis is made: 

H5=  organizational culture has significant effect on the 
employee’s performance through self-efficacy  
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Based on the explanation above about the hypothesis, 
they can be illustrated into the following hypothesis 
framework: 

 

 

 

 

 

 

 

 

 

 

 

3. Research Method 

The population in this study were employees of 
government-owned banking institutions in all cities and 
districts of Malang, East Java, Indonesia. Questionnaires 
were given to employees of branch, regional and central 
offices in each city and district, totaling 34 offices. The 
survey was conducted from June to September 2019. The 
total number of questionnaires distributed was 300 
questionnaires, of which 284 were returned, and 172 
questionnaires were declared eligible for analysis. 

       The questionnaire used a Likert scale of 5 answer 
choices, adapting from literature and empirical studies. 
Measurement of organizational culture follows Denison 
(1990); measurement of self-efficacy following Bandura 
(1997); measurement of organizational learning 
following McShane and Glinow (2010); and employee 
performance measurement following Fung (2017). 

       To test the hypothesis, the SEM PLS path analysis 
was used. The analysis was conducted to determine the 
direct and indirect relationship between organizational 
culture, self-efficacy, organizational learning on 
employee performance. 

4. Results  

Respondent description. A study was conducted by 
analyzing 172 questionnaires from 300 questionnaires 
distributed. 172 questionnaires are questionnaires that are 
considered appropriate to be used as data in this study. 
The majority of respondents were women (57%), with an 
average age of 24-42 years being the largest respondents 
(40%), and respondents with a Diploma 4 / Bachelor's 
education background were the majority (63%). 

       Results of path analysis. The results of the validity 
and reliability tests show that all variables are declared 
valid and reliable. The results of the validity test, the 
value of each variable above 0.5 which is the minimum 
value of a variable is declared valid, while the reliability 

test is indicated by the Cronbach's alpha value. The 
cronbach's alpha value for each variable shows an ideal 
value of 0.8 - 0.9. The following are the results of the 
validity and reliability test: 

Table 1. Validity and reliability test 

Variable 
Test result 

Validity Reliability 

Organizational culture 0,72 0,87 

Employee’s 

performance 

0,96 0,96 

Self-Efficacy 0,74 0,82 

Organizational 

Learning  

0,87 0,95 

Next is hypothesis testing. The hypothesis is proven by 
examining the relationship between variables (direct and 
indirect effects). The following are the results of the 
direct and indirect effect testing: 

Table 2. Results of test on direct effect of variables 

Hypotheses Path model Direct 

effect 

t-

value 

H1 organizational 

culture 

→employee’s 

performance 

0,15 3,95 

H2 Self-efficacy → 

employee’s 

performance 

0,71 10,97 

H3 Organizational 

learning → 

employee’s 

performance 

0,14 2,30 

 

 

Table 3. Results of test on indirect effect of variables 

Hypotheses Path model 
indirect 

effect 
t-value 

Organizational culture 

Organizational 

Learning   

Self-Efficacy     

Employee’s 

performance      H1 

H2 

H3 

H5 

H4 

Figure 1. Hypothesis framework 
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H4 organizational culture →Organizational learning→ employee’s 

performance 

0,54 9,43 

H5 organizational culture →Self efficacy→ employee’s 

performance 

0,12 2,28 

 

       Table 2 shows the coefficient of all three variables 
that have a significant effect on employees' performance. 
These three variables positively and significantly affect 
the performance of employees. Thus, hypotheses 1, 2, 
and 3 are accepted. Table 3 shows the results of tests on 
mediating self-efficacy and organizational learning on 
the relationship between organizational culture and 
employee’s performance. Thus, hypotheses 4 and 5 are 
accepted (p <0.05). 

5. Discussion and conclusion 

This research has found that organizational culture 
positively and significantly affects employee’s 
performance in which the higher the organizational 
culture, the higher the performance of the employees will 
be. This finding is supported by previous studies (Cyert, 
1992; Deal&Kennedy, 1982; Robbins dan Judges, 2013; 
Saeed, 2013; Syafii et al, 2015; Pavlica, 2014; Fung, 
2017). Thus, it is suggest that organizations which have a 
good culture would improve the performance of 
employees. 

       Self-efficacy is found to have positive effect on 
employee’s performance. This points out that the 
indicators of self-efficacy can escalate employee’s 
performance. It means that if many aspects are in 
accordance with employee expectations and beliefs, the 
higher the self-efficacy, the better the performance, or 
vice versa. The findings of the recent study confirmed by 
previous studies which have revealed that self- efficacy 
is positively and significantly correlated with employees 
performance (Haddad dan Taleb, 2015; Lis dan Yunus, 
2016; Tims, Bakker&Derks, 2012; Salman, Khan&Draz, 
2016).  

        Organizational learning has a positive and 
significant effect on employee’s performance which 
means that the indicators, included in the organizational 
learning, can increase employee’s performance. This is in 
line with Garvin  (2000) who asserts that organizational 
learning denotes pleasing work atmosphere, and it is 
expected by every employee they can perform better 
performance. The similar finding found by Abdi (2018) 
and Jimenez (2010), which report that organizational 
learning has a positive influence on employee’s 
performance. 

      The study documents about organizational learning   
mediates the influence of organizational culture on 
employees performance means that the indicators of 
organizational culture can enhance employees 
performance by the effect of organizational learning. The 
direct effect of organizational culture on employee’s 
performance was 15% while the indirect effect of 
organizational culture on employee’s performance 
through organizational learning was 54%. This indicates 
that the indirect effect of organizational culture on 
performance is stronger than the direct if it is not 

supported by the organizational learning. Thus, it is clear 
that organizational learning can improve the influence of 
organizational culture and employee’s performance 
which is in line with Abdi (2018); Alsabbagh (2017) 
which states that although the culture applied by the 
company is the same for all work units, each employee 
will vary in performance achievement, depending on the 
learning process carried out. 

       The study finds that the self-efficacy statistically 
mediates the relationship between organizational culture 
and employee’s performance, or we can say that 
organizational culture indicators can raise employee’s 
performance with the support self-efficacy. The direct 
effect of organizational culture on employee’s 
performance reaches 15%, whereas the indirect effect of 
organizational culture on performance through self-
efficacy is 12%. There is no significant difference of the 
direct and indirect effect of the organizational culture 
toward the employee’s performance through self-
efficacy. This testing is an experimental testing of the 
existence of the direct effect of organizational culture and 
self-efficacy on the employee’s performance. It is tested 
that whether the support of organizational culture on the 
employee’s performance becomes stronger if there is 
self-efficacy as mediator. And the result finds that the 
similar effect is made by both direct and indirect one.  

        The study is aimed to examine the influential factors 
of the employee’s performance. The tests were performed 
on a sample of 172 questionnaires generated from the 
banking employees with the level of assistant in the 
banking organization in a government-owned banking 
institution in the city and district of Malang, Indonesia. 
The result found out by using the path analysis which 
shows that organizational learning and self-efficacy 
mediates the relationship between organizational culture 
and employee’s performance. Independently 
organizational culture positively affect employee’s 
performance. 

       Two limitations emerge and worth noting. First, the 
study is done by only involved the banking organizations 
in Malang city and regency. Thus, the result of the study 
is very specific and suffer from general issues. Second, 
self-efficacy as a mediator variable in the organizational 
culture does not show higher value compare to the self-
efficacy or organizational culture direct impact on the 
employee’s performance. The respondents are limited to 
the banking employee owned by the government, which 
probably can be the cause. It is highly possible that self-
efficacy can be the mediator and support the higher value 
on the impact of organizational culture toward the 
employee’s performance, if the respondent is not limited 
to the government owned bank.  
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