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Abstract

Objective —This study aims to determine the effect of leadership; competence, and innovation
onemployeeperformance.

Methodology/Technique — The study was conducted using primary data ebtained from a survey of 160
employees of Bank Indonesia (DPU).The data analysis method. used is SEM with Lisrel 8.80 statistical
software.

Findings -Results show that leadership had no positive:and significant effect on employee performance,
while competency, and innovation had a positive and:-significant effect on the employee performance of
Bank Indonesia. Department of Money Management (DPU).

Novelty - Data processing proves that leadership, competence, and innovation simultaneously affect the
performance of Bank Indonesia employees. (DRU), but leadership does not have a significant impress on
employee performance, it shows that the performance of Bank Indonesia employees (DPU) prioritizes the
system. From the results of‘competencies and innovations that show a positive and significant impress, it
shows that the achievement performanee, of DPU employees which is driven by competence and innovation
possessed by DPU-employees is more dominant and also encourages the birth of breakthroughs that can

make the work process more effective and efficient.
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l. Introduction

Competence is related to employee performance, but there is no relationship between leadership and
employee performance (Utami, 2016; Pasuma, 2013).Reliable competence is an important thing that must be
fulfilled by Bl employees, especially the DPU because in carrying out their work, DPU employees have a lot
of contact with the community and other outside parties to be able to cooperate in supporting the smooth

payment system, including with the Banking, TNI, POLRI, criminal investigation unit to the courts and



educate various agencies, universities, and schools to the community in a small scope, so good competence
from Bl employees is needed to be able to support the smooth running of tasks and work programs that have
been planned, in line with this according to previous research conducted by Sri Rhayuningsih (2017) which
states that competence has a positive and significant influence on the performance, but
AnakAgungNgurahBagusDhermawan (2012) showed different results which stated that competence and
compensation had no significant effect on the performance of the employees of the Bali Provincial Public
Works Office. Furthermore, the 3" (third) factor that affects performance here is innovation.

Innovation, in terms of carrying out its duties, the DPU is also required to be a dynamic and innovative saker
where this is shown by the existence of several programs where the program encourages all.employees to be
able to provide innovative ideas to create effective and efficient performance, the program becomesa forum
for employees to be able to participate and be creative for the progress of Bl'and DPU in particular, one of
which is the Change Agent (CA) program. provide refreshment through innovation both-in terms of work
programs and activity designs which of course have a positive impact on the progress of the DPU, this is in
line with previous research by Regina JesicaKumaat (2015).with research results stating that Education,
Training, and Innovation have a positive and negative impact significant effect on Employee Performance at
the Manado City Food Security and Extension Implementation Agency (BPPKP) both simultaneously and
partially, while in the research of Febiola Sandra (2019) it is inversely proportional to the results which state
that innovation does not have a significant. impact on the performance of companies and the handicraft
industry in Indonesia.

Based on the background, phenomena, and-research gap described above, the researchers decided to conduct
further research on "INFLUENCE OF LEADERSHIP, COMPETENCE AND INNOVATION ON THE
PERFORMANCE OF BANK INDONESIA EMPLOYEES IN MONEY MANAGEMENT DEPARTMENT
(DPU)".

So that this research _can be carried out more focused, perfect, and in-depth, the authors view that the
research problems raised need:variable limitations. Therefore, the authors limit themselves to only dealing
with "The_Influence of Leadership, Competence, and Innovation on the Performance of Bank Indonesia
Employees of the.Money Management Department (DPU)", for measuring the effect of each variable is to
use a questionnaire distributed using google form media and focused on only to permanent employees of the
DPU working unit for the period March — June 2020.

2. Review of Literature Review
2.1 Performance

According to Colquittet.al, (2015:32) in Tjiptogoro (2017) "performance is the value of a combination of

behaviors that make a positive or negative contribution to the achievement of company goals”. "Performance



is the result and behavior that has been achieved in completing the tasks and responsibilities that have been

given in a period".
2.2 Leadership

Robbins and Judge (2015:410) and Rivai and Mulyadi (2012) describe leadership in a group as involving
power towards a goal. Yukl (2012) explains that leadership must motivate, and enable others to contribute to

the success and success of the organization.
2.3Competence

Wibowo (2016) and Marwansyah (2016) explain that employee competence is a combination:of attitudes or

character, abilities, skills, and knowledge that are consistent for a job function.
2.4 Innovation

Innovation in this research is the process of finding and implementing new ways or technologies that can
create useful benefits for business processes. Wiratmo_(2014) explains that innovation can improve products
or services. Farisi (2014) uses innovation for business. Drucker (1999) in WawanDewantoet.al, (2014:2)
innovations are used to create competitive advantage. Gupta and:MacDaniel (2002) in WawanDewanto et al
(2014:2) explain that innovation results are clear and planned. Suryana (2014) explains that innovation is

creativity that is implemented in business:processes.
2.5 Methodology

This research was conducted at Bank Indonesia, Jakarta. The method of taking respondents was determined
by the purposive method with a total of 160 respondents calculated by Hair et.al, (1998). The basic method
used is quantitative forms (Creswell, 2015). The analysis used is SEM with the help of a Likert scale

(Riduwan, 2002).;The framework of the hypothesized problem is given in Figure 1.



Inovasi

Figure 1 Hypothesized model
3 Result and Discussion

In the analysis of the initial path diagram, it was found that the results of the GOF values were still not
appropriate, so the researchers made improevements to the model, which according to DR. Kusnendi (2008)
in his book entitled "Model - Model Structural¢Equation.of One and Multigroup Sample With Lisrel" there
are three strategies for Model Improvement: (Trimming and Modification Indices) including Stricly
Confirmatory: testing of this¢model is carried out to ensure whether the model is accepted or rejected,
Alternative (Competing) Models (AM): testing this model is carried out by formulating several models, and
the model with the best. fit is the. model chosen to explain the phenomenon under study and Model
Generating (MG): testing this:model is formulated in one particular theory, then the model is tested if the test
results are not'good, then the model can be improved or modified to obtain a model with the best level of
suitability. Considering one of the model improvement strategies (Trimming and Modification Indices), the

researchers selected the 4 highest indicators from each variable, and the following results were found:
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Chi-Square=272.€1, df=58, P-value=0.00000, RMSEA=0.10¢

Figure 2 Overall Path Diagram Results

The next test step is to consult the results of the Goodness of Statistics Final Model (Standardized) in table 1.
Goodness Of Fit Index Statistics SEM to find out whether the Final Model (Standardized) is fit.

Table 1 Results of Hypothesis Testing for the Fit. Model Equation Model

‘ Goodness of Fit ‘ Cut off value Result Conclusion
Probabilitas Chi Square Expected small 0,0 Good Fit
Df >0 98 Good Fit
GFlI >0,90 0,71 Bad Fit
AGFI > 0,90 0,60 Bad Fit
CFI >0,90 0,87 Marginal Fit
TLI/NNFI >0,90 0,84 Marginal Fit
NFI >0,90 0,84 Marginal Fit
IFI >0,90 0,87 Marginal Fit
RMSEA <0,08 0,019 Good Fit
RMR <0,05 0,035 Good Fit

To find out whether the indirect effect of exogenous variables on endogenous variables through mediating
variables is significant or not, it can be done by detecting the influence of direct media. Mackinnon (2008)
states that a variable is said to be an intervening or mediator if the exogenous variable affects the mediator
and the mediator affects the endogenous one. In addition, Imam Ghozali also argues that the determination of



the intervening variable depends on the theoretical form, but in this study, the innovation mediating variable

turned into an exogenous variable because there was no effect on endogenous variables. The results of the

hypothesis in this study can be seen in Table 2 below:

Leadership has no significant effect Tyaue> 1,96 -1.06 Hypothesis rejected

on employee performance.

H2 Leadership has no significant effect  tyau > 1,96 0.64 Hypothesis rejected
on innovation.

H3 Leadership has no significant effect  tyae > 1,96 0.64 Hypothesis rejected
on performance through innovation
mediation.

H4 Competence has a significant effect tyaue1,96 3.12 Hypothesis accepted
on performance

H5 Competence has a positive  and" tyaue > 1,96 7.74 Hypothesis accepted
significant effect on innovation.

H6 Competence has a significant effect tyaue > 1,96 7.73 Hypothesis accepted
on performance through-innovation
mediation.

H7 Inngvation“thas ,a positive and  tye > 1,96 4.96 Hypothesis accepted

significant effect.on performance.

H8 Competence has a significant effect tyq,e > 1,96 4.96 Hypothesis accepted
on_innovation, competence has a
significant effect on performance
and competence has a significant
effect on performance through

innovation mediation.

By looking at table 2 it can be concluded that:
H1: Leadership has no significant effect on performance. This can be seen from the results shown that meet
the criteria for ttable > 1.96 with a value of -1.06 < 1.96.



H2: Leadership has no significant effect on employee innovation. This can be seen from the results showing
that they do not meet the criteria for t table 1.96 with a value of 0.64 < 1.96.

H3: Leadership has no significant effect on performance through innovation mediation. This can be seen
from the results showing that they do not meet the criteria for t table > 1.96 with a value of 0.64 < 1.96.

H4: Competence has a positive and significant effect on performance. This can be seen from the results
shown that meet the criteria for t table >1.96 with a value of 3.12 >1.96.

H5: Competence has a positive and significant effect on innovation. This can be seen from the results
showing that they do not meet the criteria for t table >1.96 with a value of 7.74 >1.96.

H6: Competence has a positive and significant effect on performance through innovation mediation. This can
be seen from the results showing that they do not meet the criteria for t table >1.96 with a value of 7.73
>1.96.

H7: Innovation has a positive and significant effect on performance. This can be seen from the results
showing that they do not meet the criteria for t table> 1.96 with a value of 4.96 >1.96.

H8: Competence has a positive and significant effect on_innovation, competence has a positive and
significant effect on performance and competence has a positive and significant impact on performance
through innovation mediation. This can be seen from the results shown that meet the criteria for t table
>1.96 with a value of 4.96 >1.96.

The Effect of Leadership on Performance.

Leadership does not have a positive and significant effect on employee performance, this is illustrated by the
very good and strong organizational structure of Bank Indonesia, the staffing system which has also been
made very well planned and integrated to personnel issues and regulations as well as very good SOPs. To
minimize errors in both people and thesystem, all Bank Indonesia employees know and understand the steps
and limitations in their work and organization, which according to the researcher makes the leadership
variable in this study not have apositive and significant influence on employee performance. Although
according to AsepSaefullah and Ahmad Rusdiana (2016:64) "Leadership is one of the determining elements
of organizational:success, especially in the direction of change", and According to Hani Handoko (2012:294)
"leadership is the:ability that a person has to influence others to work. achieve the goals and objectives, with
these results showing that in a strong organization, a very good and integrated system and regulations and
SOPs that have been made and planned to the smallest thing can make the leadership factor not have a
positive and significant effect in this research. The results of this study are in line with the results of research

by Utari (2015) "which states that leadership does not have a positive and significant effect on performance”.

The Effect of Competence on Performance.
Competence has a significant effect on the performance of DPU employees because this study shows the t-

value of 6.59 > 1.96 so HO is accepted and H1 is accepted. The DPU as a critical work unit whose



performance can be directly felt by the community through the fulfillment of good quality currency in the
community has certainly made regulations and SOPs so that they can direct and serve as work guidelines for
their employees, especially in the cashier sector so that in their work all steps and limitations have been
determined. Competence according to Spencer & Spencer (1993) (in Manopo 2011:30) "is several individual
characteristics related to the reference criteria for expected behavior and the best performance in a job or
situation that is expected to be met". The existence of the results of this study, competence has a positive and
significant effect on performance, which is also reinforced by the results of a previous study revealed by
AnisaPutriSutrisno, et al (2018) who stated in her research that competence had a significant effect on
employee performance at PT. Telekomunikasi Indonesia ThkWitel Bandung. However, there'is a difference
of opinion expressed by Septiyani (2013), that individual competence does not'have a significant effect on

employee performance partially.

The Effect of Innovation on Performance.

Innovation has a positive and significant effect on performance; this is proven in this study with a t-value of
2.57 > 1.96 so that HO is accepted and H1 is accepted. This means that more innovations in both ways of
working or systems that can simplify and increase-work productivity. will automatically improve the
performance of a company. Wita (2000) explains performance as ‘a link between behavioral variables
(process), outputs, and outcomes (value-added or impact).In thisistudy, it is supported by previous research
conducted by Hafizah, et, al. (2017) which confirmed. that from the results of his research, innovation had a

positive and significant effect on the performance of PT. PLN (Persero) Bangka area.
5 Conclusion

Based on the results of research that has,been carried out as well as in the discussion of previous chapters
regarding the Influence. of Leadership;.Competence, and Innovation on the Performance of Bank Indonesia
Employees in.the Money Management Department, the authors can draw several conclusions and provide
several suggestions as input to Bank Indonesia, especially the Money Management Department (DPU) as

follows:

e The results show that there is no positive and significant influence of leadership on
performance. This is based on the good system that has been implemented and
accommodates all information, both in terms of staffing needs to the existing provisions and
regulations at Bank Indonesia.

e There is no positive and significant influence of leadership on innovation. This is based on
innovation, both for the needs of the work unit and for oneself, which is very open at Bank
Indonesia, but in this case, innovation is a place to show personal talents which ultimately

has an impact on the assessment of each individual.



e There is no positive and significant influence of leadership on performance through
innovation mediation. This is based on the fact that in terms of innovation, especially at the
forefront of the Department of Money Management (DPU), namely cashier employees, in
terms of their work, everything has been regulated in detail in SOPs, which is unlikely to
innovate.

e There is a positive and significant effect of competence on performance. Qualified
competence is an absolute must for every cashier employee at DPU, in addition to
administrative work, physically managing cashiers is also required always being ready to
carry out cash activities up to 3T areas (remote, outermost, and frontier).

e There is a positive and significant influence of competence on innovation. Competence is a
basic thing that must be possessed by all Bank Indenesia employees, with adequate
understanding and competence in each field and work; it will certainly be able to encourage
the birth of innovation against the shortcomings of their work.

e There is a positive and significant effect of competence.on performance through innovation
mediation. This is manifested by the completion of all daily work and activities thanks to
innovation in terms of making work:more effective.and efficient.

e There is a positive and significant effect of innovation on performance. Innovation will
certainly have an impact on work, where individuals and work units will receive the results
from the implementation of these innovations.

e There is a positive and significant influence between competence on performance,
competence on innovation,. competence on performance through the mediation of
innovation; and innovation on performance.

e From:the results shown in the first hypothesis that leadership has no positive and significant
effect_on performance and innovation. It can be concluded that leadership in the DPU,
especially cashiers, does not have a major impact on employee performance and innovation.

¢ . Innovation can mediate competence in business performance. It can be interpreted that the
more-innovations that are carried out optimally, the performance will increase as expected.

In addition, innovation is also carried out by keeping up with the times.

The results of the research that have been carried out, the competence of each employee of Bank Indonesia,
especially the DPU is very much needed to support the strategic programs that have been launched and can
also encourage the birth of ideas and innovation inputs to make it easier for each work process, considering

that the work of critical work units such as DPU, especially in the cashier sector, requires innovations to



carry out their duties so that they can be faster and more efficient. The role of leadership, competence, and
innovation in a system (simultaneous) has a significant effect on performance, but individually, leadership
has no significant effect, this shows that the achievement of Bank Indonesia's employee performance puts
more emphasis on competence and innovation, so that leadership in here can be pushed into a decision-

making function. and the determination of each policy in all matters according to its function and position.

References

Ahmed, T., Chaojun, Y., Hongjuan, Y., & Mahmood, S. (2022). The Impact of Empowering Leadership on
Job Performance of Higher Education Institutions Employees: Mediating.Role of Geal Clarity and
Self-Efficacy.  Psychology = Research and  Behavior = Management, 15, 677-694.
https://doi.org/10.2147/PRBM.S357083

Ali Larik, K., & Karim Lashari, A. (2022). Effect of Leadership Style on Employee Performance. Neutron.
21(2),112-119.https://doi.org/10.29138/neutron.v21i02.143

Amelia WidyaSaputri, M., Ngaliman, N., Indrayani, ., &Khaddafi, M. (2022). The Effect of Emotional
Intelligence, Human Relation and Leadership Styles on Employee Performance at The Loka
Rehabilitation BNN Batam. International’ Journal-of Social Science, Educational, Economics,
Agriculture Research, and Technology (1JSET). 1(2), 85-96. https://doi.org/10.54443/ijset.v1i2.10

Ayunda, N. P., Pasaribu, B., &Subagja, I. K. (2022). The Effect of Competence and Internal Control On the
Performance of Follow-Up of the Ministry of Cooperatives and Small and Medium Enterprises
Through Organizational Commitment. International Journal of Business and Applied Social Science.
8-25. https://doi.org/10.33642/ijbass.v8n2p2

Bakri, MIS. (2020).© Pengaruh Gaya Kepemimpinandan KepuasanKerjaTerhadapMotivasiKerjadan
DampaknyaTerhadapKinerjaPegawaidi BPJS Kesehatan Kantor
CabangLangsa.ManajemenBisnisJurnal Magister Manajemen. Vol.2 No.1, p ISSN 0216-4930

Christilia O. Posuma. 2013. Kompetensi, Kompensasi,
danKepemimpinanPengaruhnyaTerhadapKinerjaKaryawanPadaRumahSakitRatumbuysang Manado.
Jurnal EMBA. Vol.1 No.4 Desember 2013, Hal. 646-656.

Creswell,. J. W. 2015. Research Design PendekatanKualitatif, Kuantitatif, dan Mixed. Yogyakarta:
PustakaPelajar.

Dina Dasilfa, L., Widagdo, S., & Indah Handayani, Y. (2022). Effect of Position Promotion and Employee
Competency on Employee Performance Through Work Motivation. MBA - Journal of Management
and Business Aplication. 5(1), 475-485. https://doi.org/10.31967/mba.v5i1.552



Efendi, S. (2022). Work Motivation Mediates: Relationship of Competence and Training on Auditor
Performance. ATESTASI : JurnalllmiahAkuntansi. 5(1), 109-123.
https://doi.org/10.33096/atestasi.v5i1.1185

Elmi, F (2018). TelisikManajemenSumberDayaManusiaEdisiPertama. Jakarta: MitraWacana Media.

Ester M,.(2015).PengaruhFungsiKepemimpinan, Kompetensi, dan
BudayaOrganisasi TerhadapKinerjaPegawaipadaDirektoratJendralEnergiBaru, Terbarukandan
KonservasiEnergi (DJEBTKE). JurnalEkonomi, Bisnis& Entrepreneurship. Vol. 9, Ne. 1, April 2015,
56-67 ISSN 2443-2121.

GhozalidanFuad. (2008). Structural Equation Modeling, TeoriKonsepdanAplikasiDengan Program LISREL
8.80Edisi Il. BadanPenerbitUniversitasDiponegoro. Semarang.

Ghozali, Imam. (2014). KonsepdanAplikasidengan Program AMOS 22.
BadanPenerbitUniversitasDiponegoro. Semarang.

Haryono, Siswoyo. (2017). Metode SEM Untuk Penelitian Manajemen dengan AMOS Lisrel PLSCetakan 1.
Penerbit Luxima Metro Media. Jakarta.

Isa, E. S. A I, &Muafi, M. (2022). Human Capital, Organizational. Learning and Their Effects on
Innovation Behavior and Performance of Banking Employees. International Journal of Finance &
Banking Studies. (2147-4486), 11(1), 01-18. https://doi.org/10.20525/ijfbs.v11i1.1533

Kusnendi. (2008). Model — Model PersamaanStrukturalSatudanMultigroupSampeldengan LISREL. Alfabeta.
Bandung.

MulyadidanMulianti. (2018). KompetensiLulusanPendidikanVokasi:
AnalisisValiditasdanReliabilitasIndikator. JurnallnovasiVokasionaldanTeknologi. Volume 18 Number
1.

Nanda, SA (2017). “PengaruhKepemimpinan, Disiplin, MotivasiTerhadapKinerja”. Tesis. Program Magister
Manajemen. UniversitasMuhammadiyah. Purwokerto

Nela, MHS. (2019). “AnalisisKkompetensiPegawaiBagianAdministrasiPada PT. Permata Motor Group
Indramayu”. Proesiding. Program StudiManajemen — STIE STEMBI Bandung, ISSN: 2656 — 6362.

Nurlina;. N.:(2022).- Examining Linkage Between Transactional Leadership, Organizational Culture,
Commitment and Compensation on Work Satisfaction and Performance. Golden Ratio of Human
Resource Management. 2(2), 108 - 122. https://doi.org/10.52970/grhrm.v2i2.182

Priyatno, Duwi. (2013). MandiriBelajarAnalisis Data Dengan SPSS. Media Kom. Yogyakarta.

Ramadhan, . (2019).  “StrategiPeningkatanProfesionalitas =~ ASN  PadaPemerintah  Daerah
BerbasisPengembangan Human Capital”.Prosiding. Volume 6, No. 1, P- ISSN 2355-2883.

Riduwan, 2002. SkalaPengukuranVariabel-VariabelPenelitian. Jawa Barat: IKAPI.

Robbins Stephen, Judge. (2019). PerilakuOrganisasi (Organizational Behavior) Edisi 16. SalembaEmpat.
Jakarta.

Robbins, Stephen P., Judge, Timothy A. (2015). Organizational behaviorEdisi 16.SalembaEmpat. Jakarta.



Rohmat, A., Satriawan, B., Indrayani, I., &Khadafi, M. (2022). The Effect of Leadership, Organizational
Culture and Competency on Employee Performance with Working Disciplines as Intervening
Variables in The KSOP Office for Special Batam. International Journal of Social Science,
Educational, Economics, Agriculture Research, and Technology (IJSET). 1(2), 65-72.
https://doi.org/10.54443/ijset.v1i2.8

Satya Utami, N. (2016). PengaruhKepemimpinan, KompetensiKaryawan,
KomitmenOrganisasiTerhadapKinerjaKaryawanAsuransiJiwaBersamaBumiPutera 1912  Kantor
CabangUbung Denpasar. Prosiding, 15-35. Retrieved
from https://ojs.stimihandayani.ac.id/index.php/PROSIDING/article/view/208

Sekaran, Uma, Bougie, Roger. (2017). MetodepenelitianuntukbisnisEdisi 6. Jakarta: SalembaEmpat.

Soehari TD (2014). Peran Proses Pengadaan Dan
KontrakDalamRancangBangunOperasional Teknologilnformasi Bank SentralMelaluiSistem
Outsourcing SDM, TansparansiJurnalllmiahllmuAdministrasi, Vol. Vil:No..02, ISSN 2085-1162.

Soehari TD, Budiningsih I, Bakdi. Performance improvement,through human‘capital strategic for civil
servant. International Journal of Applied Business and Economic Research. 2017; 15(24):551-568.

Soehari TD, Budiningsih I, Fransisca HR, Hapsi A. Corruption prevention and deterrence through strategic
human resources management approach. .International Jourhal of Application or Innovation in
Engineering & Management (IJAEM). 2017;6(1):22-34.

Sudiarso, S. (2022). The Effect of Transformational. Leadership, Competence and Work Environment on
Employee Performance of PTWaskitaKarya (Persero) Tbkin Becakayu 2A Ujung Project. Dinasti
International Journal of Management Science. 3(3), 535-546.
https://doi.org/10.31933/dijms.v3i3.1103

Sufren&YonathanNatanael.  (2013):MahirMenggunakan SPSS secaraOtodidak. PT Elex Media
KomputindoKelompokGramedia. Jakarta.

Susilo, H., Subagja, I. K., &Samosir, P. S. (2022). The Effect of Leadership Style and Motivation on
Employee Performance with Job Satisfaction as Intervening Variable at The Gici Business School of
Economic:Sciences. International Journal of Multidisciplinary Research and Growth Evaluation.
258-262. https://doi.org/10.54660/anf0.2021.3.1.13

Wang, J..(2022). Innovation of Employee Performance Appraisal Model Based on Data Mining. In Lecture
Notes'on Data Engineering and Communications Technologies (Vol. 84, pp. 410-419). Springer
Science and Business Media Deutschland GmbH. https://doi.org/10.1007/978-981-16-5857-0_52

Wang, X., Zhang, Z., & Chun, D. (2022). How Does Mobile Workplace Stress Affect Employee Innovative
Behavior? The Role of Work-Family Conflict and Employee Engagement. Behavioral Sciences.
12(1). https://doi.org/10.3390/bs12010002




