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ABSTRACT

The research examines the influence of training, motivation, and organizational culture on employee performance 
through job satisfaction among conventional bank employees in Batam. Although previous studies commonly 
position job satisfaction as a mediating variable between Human Resource Management (HRM) practices and 
employee performance, empirical findings remain inconsistent and highly dependent on organizational context. 
This issue is particularly relevant in the banking sector, which operates under strict regulations, standardized 
procedures, and high service demands. A quantitative approach is employed using data collected from 310 
employees through questionnaires. The data are analyzed using Structural Equation Modeling-Partial Least 
Squares (SEM-PLS). The findings reveal that training, motivation, and organizational culture positively and 
significantly affect job satisfaction. Training also has a positive and significant direct effect on employee 
performance. However, motivation, organizational culture, and job satisfaction do not significantly influence 
employee performance. Furthermore, job satisfaction is unable to mediate the relationships between training, 
motivation, organizational culture, and employee performance. The research novelty lies in identifying the 
contextual limitations of job satisfaction as a mediating variable within a highly structured banking environment. 
The findings extend HRM literature by demonstrating that the mediating role of job satisfaction depends on 
organizational context. Practically, banks are encouraged to prioritize structured and job-relevant training 
programs to improve employee performance directly.

Keywords: Human Resource (HR) practices, training, motivation, organizational culture, job satisfaction, 
employee performance

INTRODUCTION

The banking industry has undergone a significant 
transformation driven by digitalization, intensifying 
competition, and the rapid expansion of financial 
technology (fintech). Although macroeconomic 
indicators show that the banking sector, especially in 
Batam, continues to grow positively, this development 
also brings new challenges. Batam’s economic growth 
reached 7.04% in Badan Pusat Statistik Kota Batam 
(2024), exceeding both provincial and national 

averages, while total banking assets increased from 
56.79 million in early 2022 to 72.76 million by the end 
of 2023 (Badan Pusat Statistik Provinsi Kep. Riau, 
2025). These indicators reflect a strong and resilient 
industry that continues to attract investor interest and 
expand its operational reach.

Figure 1 presents the monthly development 
of banking assets in Batam during 2022–2023, 
categorized into government, national private, 
foreign, and mixed banks. Overall, the data indicate a 
fluctuating yet upward trend over the observed period. 
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National private banks consistently account for the 
largest proportion of total banking assets, followed 
by government banks, while foreign and mixed banks 
contribute the smallest share. In terms of dynamics, 
banking assets generally increased throughout the 
period, with notable peaks occurring in the last quarter 
of 2023, particularly in November and December. This 
pattern reflects heightened financial activity towards 
the end of the year, which is likely associated with 
increased business transactions and cyclical economic 
factors. Despite several short-term fluctuations, 
the overall trajectory confirms sustained growth in 
Batam’s banking sector during the 2022–2023 period.

However, favorable macroeconomic 
performance does not automatically translate into 
optimal employee conditions at the micro level (Santos, 
2023). Rapid industry growth increases operational 
demands, accelerates digital transformation efforts, 
and raises customer expectations (Joel et al., 2024). 
In Batam, a significant portion of banking employees 
consists of outsourced workers, sales contract 
workers, and non-degree holders (senior high school/
equivalent). This workforce composition often leads 
to high turnover and unequal access to training, 
ultimately complicating employee performance 
management (Falah et al., 2025). These pressures can 
intensify workloads, elevate stress levels, and create 
performance inconsistencies across departments 
(Mukherjee et al., 2024). Recent studies further report 
rising turnover intentions and challenges in adapting 
to digital systems even during periods of financial 
stability (Del Baldo et al., 2022; Sandhya, 2024) 

Employees play a central role in ensuring the 
quality, stability, and competitiveness of banking 
operations, on par with technology, capital, and 
infrastructure (Siregar & Hermiati, 2023). In the 
banking sector, employees are directly involved in 
delivering financial services, maintaining customer 

trust, and adapting to rapid technological changes. 
Therefore, the quality of human resources becomes 
an important factor in determining organizational 
effectiveness and long-term sustainability. Optimal 
performance is achieved when employees fully 
utilize their skills, knowledge, and experience to 
meet organizational goals efficiently and effectively 
(Vuong & Nguyen, 2022). Employees who perform 
well are more capable of handling operational 
demands, improving service quality, and supporting 
organizational competitiveness in an increasingly 
dynamic banking environment.

Within this context, training, motivation, and 
organizational culture become essential Human 
Resource Management (HRM) components that 
support employee capability and performance. 
Training equips employees with updated competencies 
and prepares them to adapt to digital processes and 
evolving customer requirements (Georgescu et al., 
2024). Motivation influences employees’ willingness 
to exert effort, especially in target-driven and highly 
regulated work environments (Putri & Astuti, 2022). 
Based on Herzberg’s two-factor theory, job satisfaction 
is influenced by both motivators (achievement, 
recognition, and responsibility) and hygiene factors 
(policies, supervision, and working conditions), 
making it particularly relevant in high-pressure sectors 
such as banking (Hasan & Mishra, 2025; Lee et al., 
2022). 

Organizational culture shapes communication, 
teamwork, and behavioral norms, contributing to 
stability and long-term performance (Jaganjac et al., 
2025). Prior studies have shown that motivation and 
organizational culture together explain nearly half of 
the variance in employee performance (Munawirsyah, 
2021). Job satisfaction has also traditionally been 
viewed as a psychological mechanism linking Human 
Resource (HR) practices to performance outcomes 

Figure 1 Total Bank Assets

Source:  Badan Pusat Statistik Kota Batam (2024)
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(Al-Sabi et al., 2024; Wulandari & Erdiansyah, 2024).
However, recent empirical findings reveal 

inconsistencies. Some studies show that job satisfaction 
effectively mediates the influence of HR practices on 
performance (Stirpe et al., 2022; Volta et al., 2024), 
while others argue that satisfaction alone does not lead 
to meaningful performance improvements, especially 
in structured and compliance-oriented sectors such as 
banking (Riyanto et al., 2021). These mixed findings 
suggest that the mediating role of job satisfaction may 
be context-dependent and influenced by regulatory 
environments, work structures, and employee 
expectations.

Given Batam’s distinct workforce 
characteristics and the sector’s rapid digital evolution, 
two major research gaps emerge. First, an empirical gap 
remains, as limited studies have examined whether job 
satisfaction still functions as an effective mediator within 
conventional banks in Batam. Second, a theoretical 
gap arises because dominant HRM frameworks in 
prior studies generally suggest that job satisfaction 
mediates the relationship between HR practices and 
employee performance outcomes. In contrast, newer 
evidence indicates that this mechanism may weaken 
in rigid, target-driven, or technologically transitioning 
environments (Abdelhamied et al., 2023). Considering 
Batam’s distinctive workforce composition and the 
sector’s rapid digital transformation, the research re-
examines the influence of training, motivation, and 
organizational culture on employee performance in 
conventional banks in Batam. It has a specific focus on 
examining the contextual conditions under which job 
satisfaction exhibits a limited mediating role in these 
relationships. By integrating macroeconomic stability, 
micro-level HR challenges, and empirical model 
testing, the researchers provide new insights into the 
context-dependent boundaries of satisfaction-based 
performance models within the banking sector.

The research focuses on employees of 
conventional banks in Batam, with the banking 
industry selected for its strong relevance to the region’s 
economic and employment challenges. Addressing 
these challenges requires implementing sustainable 
financial strategies and developing initiatives such as 
training programs, motivation enhancement, and the 
establishment of a strong organizational culture. These 
efforts are expected to optimize the quality of HR and 
provide banks with a competitive advantage.

Theoretically, the research extends and refines 
existing HRM theories by clarifying the conditions 
under which job satisfaction may not function 
optimally as a mediating mechanism, rather than 
challenging its broader relevance in explaining 
employee behavior. In particular, the findings 
highlight how structural regulation, limited autonomy, 
and task-based job designs typical of conventional 
banks may constrain the strength of motivational and 
attitudinal mechanisms emphasized in prior research. 
In practice, the previous findings offer guidance to 
banking institutions in refining their HR strategies 
by identifying which HR practices directly enhance 
employee performance and which require structural 
alignment before producing measurable outcomes. 
Specifically, the results underscore the importance 
of aligning training programs with job-relevant skill 
needs, designing motivational systems that address 
both intrinsic and extrinsic dimensions, and ensuring 
that organizational culture is consistently translated 
into daily operational practices, particularly for 
outsourced and frontline employees.

The relationships among the research variables 
are further described in Figure 2. Training, motivation, 
and organizational culture are hypothesized to 
positively influence job satisfaction (H1–H3), which in 
turn is expected to affect employee performance (H7). 
In addition, training, motivation, and organizational 

Figure 2 Research Framework
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culture are also assumed to have direct effects on 
employee performance (H4–H6). Furthermore, job 
satisfaction is hypothesized to mediate the relationships 
between training, motivation, organizational culture, 
and employee performance (H8–H10). Thus, job 
satisfaction acts as a mediating variable, linking the 
independent variables (training, motivation, and 
organizational culture) to the dependent variable 
(employee performance).

METHODS

The research employs a quantitative, 
explanatory research methodology to examine the 
fundamental relationships among the tested variables 
(Indrayani et al., 2024). In line with Sentoso et al. 
(2024), quantitative research typically begins with 
hypothesis formulation, followed by empirical testing. 
Accordingly, the primary objective of the research 
is to address existing gaps by evaluating strategies 
and analyzing factors that can potentially improve 
employee performance. 

Data collection is carried out through online 
questionnaires distributed via Google Forms. A 
purposive sampling technique is used to ensure 
that respondents possess relevant work experience. 
The target population consists of employees of 
conventional banks in Batam with at least 1 year 
of tenure and holding operational, administrative, 
or customer service positions. In calculating the 
representative sample size for the research, the theory 
by Hair et al. (2021) is adopted. The theory states that 
a construct item can be represented by 10 respondents. 
In this context, the research model encompasses 22 
constructs, indicating that the minimum number of 
respondents to participate in the research is 220. The 
researchers distribute 350 questionnaires to target 
respondents, and 310 valid responses are accepted. It 
results in an 88.6% response rate, which is considered 
highly satisfactory for organizational surveys. 

The questionnaire measures five latent 
constructs in the research, namely training, motivation, 
organizational culture, job satisfaction, and employee 
performance. The measurement instrument used 
is developed by adopting and adapting validated 
questionnaires from previous research, as shown in 
Table 1. All items are measured using a five-point Likert 
scale (1 = strongly disagree to 5 = strongly agree). The 
constructs are operationalized as follows. Training is 
adapted from Dao et al. (2025), covering dimensions 
related to training relevance, clarity of materials, and 
improvement of employee skills. Then, motivation is 
measured using indicators adapted from Herzberg’s 
two-factor theory and items from previous studies, 
such as Ibrahim et al. (2023), including intrinsic and 
extrinsic motivation, recognition, encouragement, 
and willingness to perform. Organizational culture 
is adapted from Georgousopoulou et al. (2025), 
introducing an organizational culture framework, and 
supported by previous empirical research (Handriyani 
et al., 2023), which is measured using indicators 

related to shared values, norms, and workplace 
practices. Job satisfaction is adapted from Memon et 
al. (2023), including previous studies such as García-
Salirrosas et al. (2023) and Wulandari and Erdiansyah 
(2024), capturing satisfaction with work conditions, 
responsibilities, and supervisor support. Employee 
performance is adapted from the performance 
dimensions developed by Saidin et al. (2024) and 
supported by indicators from Yimam (2022), focusing 
on task completion, work quality, and efficiency.

The initial questionnaire consists of six 
indicators for each variable. However, several items 
are removed during the measurement model evaluation 
because they do not meet the minimum outer loading 
threshold recommended (Zhenjing et al., 2022). Only 
indicators with acceptable reliability and validity are 
retained for further analysis.

Next, the data are analyzed using Structural 
Equation Modeling-Partial Least Squares (SEM-
PLS), which is considered appropriate for examining 
complex relationships among latent constructs and 
testing mediation effects simultaneously. SEM-PLS is 
also suitable for predictive research models and does not 
require strict assumptions of normal data distribution. 
The analysis is conducted in two stages, namely 
evaluation of the measurement model and evaluation 
of the structural model. The measurement model 
assessment includes validity and reliability testing 
through outer loading, Average Variance Extracted 
(AVE), composite reliability, Cronbach’s alpha, and 
discriminant validity. Meanwhile, the structural model 
evaluation examines path coefficients, coefficient of 
determination (R²), predictive relevance (Q²), model fit 
(Standardized Root Mean Square Residual (SRMR)), 
and hypothesis significance through bootstrapping 
procedures to ensure robust hypothesis testing (Hair 
et al., 2021).

RESULTS AND DISCUSSION

The respondents’ demographic characteristics 
can be summarized as follows. A total of 213 
respondents (68.7%) are female, while the remaining 
97 respondents (31.3%) are male. In terms of age, 
most employees are between 24 and 27 years old, 
accounting for 93 respondents (30.0%), followed by 
88 respondents (28.4%) aged 20–23 years, and 50 
respondents (14.4%) aged 28–31 years. Regarding 
educational level, most respondents are high school/
vocational school graduates (160 respondents, or 
51.6%), followed by bachelor’s degree holders (130 
respondents, or 41.9%). 

Although more than half of the respondents 
are high school/vocational school graduates, this 
distribution is consistent with the job positions 
represented in the sample. As shown in the demographic 
data, most respondents are administrative staff 
(35.5%), sales employees (22.6%), customer service 
officers (19.7%), and tellers (14.8%). These positions 
are typically filled by outsourced or contract-based 
frontline employees. Many of them are recruited with 
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high school or diploma-level qualifications. Only 
1.3% of respondents hold positions that require higher 
academic credentials, such as credit analyst roles. 
Because the research specifically targets operational, 
administrative, and customer-facing employees, rather 
than managerial or officer-level staff, the educational 
distribution observed in the data accurately reflects 
the structure of the banking workforce. Therefore, 
the sample remains representative of the intended 
population, and the findings retain their generalizability 
within this employee category.

The initial questionnaire contains six indicators 
for each construct. However, several items are removed 
during the SEM-PLS measurement model evaluation 
because they do not meet the minimum outer-loading 
threshold (Hair et al., 2021). The reduction in items 
is influenced by several factors, including differences 
in interpretation and response-pattern tendencies. 
Although the questionnaire is carefully adapted, 

certain items may have been interpreted inconsistently 
by respondents, reducing clarity and lowering 
their loading values. Additionally, some indicators 
exhibited limited response variation (e.g., overly 
similar or neutral responses), a pattern commonly 
observed in structured service environments, resulting 
in low loadings.

Loading factors are coefficients from the 
original sample estimates that indicate the values used 
in convergent validity analysis (Hair et al., 2021). 
Table 2 presents the final retained indicators for each 
construct. After the evaluation, the remaining items 
are as follows: organizational culture (OC4, OC5, 
OC6), job satisfaction (JS4, JS5, JS6), employee 
performance (EP5, EP6), motivation (MV4, MV5, 
MV6), and training (TN4, TN5, TN6). Compared to the 
original 6 indicators for each construct, the removed 
items are 16 (organizational culture with 3 items, job 
satisfaction with 3 items, employee performance with 

Table 1 Measurement Indicators

Variable Code Indicator
Training TN1 Training relevance

TN2 Clarity of training materials
TN3 Skill improvement
TN4 Adaptation to banking systems
TN5 Enhancement of task efficiency
TN6 Support for job performance

Motivation MV1 Achievement motivation
MV2 Recognition for performance
MV3 Supervisor encouragement
MV4 Extra work effort
MV5 Work enthusiasm
MV6 Motivation to maintain performance

Organizational Culture OC1 Shared organizational values
OC2 Compliance with organizational norms
OC3 Teamwork encouragement
OC4 Discipline and professionalism
OC5 Supportive organizational practices
OC6 Implementation of organizational values

Job Satisfaction JS1 Satisfaction with working conditions
JS2 Satisfaction with job responsibilities
JS3 Satisfaction with supervisor support
JS4 Comfort in the workplace
JS5 Overall job satisfaction
JS6 Satisfaction with organizational role

Employee Performance EP1 Timely task completion
EP2 Work accuracy
EP3 Achievement of performance targets
EP4 Work efficiency
EP5 Quality of work outcomes
EP6 Compliance with work proceduresIN
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4 items, motivation with 3 items, and training with 3 
items). Therefore, the final indicators still provide an 
adequate and reliable representation of each construct 
within the context of conventional banks in Batam.

Despite meeting the required statistical validity 
and reliability criteria, the substantial reduction in 
indicators, particularly in employee performance, 
which ultimately retains only two items, represents 
a methodological limitation. It should be explicitly 
acknowledged and warrants careful consideration. 
The retained indicators primarily capture task-
oriented and efficiency-based performance outcomes 
closely associated with training effectiveness and 
routine task execution in conventional banking 
operations. Consequently, other important dimensions 
of employee performance that are more strongly 
influenced by motivational factors, organizational 
culture, and attitudinal states such as job satisfaction, 
including contextual performance, proactive behavior, 
adaptability, creativity, and extra-role contributions, 
may not be fully represented in the measurement 
model. This limitation is closely linked to the highly 
standardized and procedurally regulated nature of 
frontline banking work in Batam. In this context, 

employee performance is predominantly assessed 
based on target achievement, operational accuracy, 
and compliance with standard operating procedures. 
As a result, the measurement of employee performance 
in the research should be interpreted within the 
scope of the retained indicators, reflecting core task 
performance aligned with formal HR practices. At the 
same time, broader behavioral dimensions associated 
with motivation, organizational culture, and job 
satisfaction remain less observable.

Table 3 presents AVE values for organizational 
culture, job satisfaction, employee performance, 
motivation, and training. The AVE values, which range 
from 0.679 to 0.837, all exceed the recommended 
threshold of 0.50 (Ghozali, 2021). This result confirms 
that each construct demonstrates adequate convergent 
validity, meaning the indicators effectively capture the 
variance of the respective latent variables. Employee 
performance records the highest AVE value (0.837), 
indicating strong convergent validity. Meanwhile, 
training shows the lowest (0.679) but remains within 
the acceptable range. These results reinforce the 
reliability and validity of the measurement model and 
provide a solid basis for conducting subsequent SEM.

Table 2 Outer Loadings Test Results

Loading Factor Description
OC4 0.816 Eligible
OC5 0.906 Eligible
OC6 0.894 Eligible
JS4 0.863 Eligible
JS5 0.875 Eligible
JS6 0.842 Eligible
EP5 0.924 Eligible
EP6 0.906 Eligible
MV4 0.814 Eligible
MV5 0.885 Eligible
MV6 0.891 Eligible
TN4 0.930 Eligible
TN5 0.571 Eligible
TN6 0.921 Eligible

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).

Table 3 Average Variance Extracted (AVE) Test Results

Relationship Variance Inflation Factor (VIF)

Fear of Missing Out (FOMO) → Impulsive Buying 2.153
Social Media Interaction → Fear of Missing Out (FOMO) 1.000
Social Media Interaction → Impulsive Buying 2.153

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).
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Table 4 presents the results of the Heterotrait-
Monotrait Ratio (HTMT) test for discriminant 
validity. According to Cheung et al. (2024), an 
HTMT value below 0.90 indicates that discriminant 
validity is achieved and is acceptable. The results 
show that all correlation values among the constructs 
are below the 0.90 threshold, ranging from 0.405 to 
0.888. This finding confirms that each construct is 
empirically distinct from the others. There is no issue 
of multicollinearity among the variables. Therefore, 
the discriminant validity of the measurement model 
is well established, providing further support for the 
robustness of the research framework and enabling the 
continuation of hypothesis testing with confidence.

To confirm that the instrument reliably and 
accurately captures the intended constructs, the 
validity evaluation examines the measurement model 
to assess each construct’s validity and reliability. 
According to Cheung et al. (2024), Cronbach’s alpha 
and composite reliability values above 0.70 indicate 
acceptable reliability. As presented in Table 5, all 
constructs demonstrate Cronbach’s alpha values 
ranging from 0.744 to 0.843 and composite reliability 
values ranging from 0.859 to 0.911. These results 
indicate satisfactory internal consistency and confirm 
that all constructs are reliable for further analysis. 
Employee performance shows the highest composite 
reliability value (0.911), indicating strong consistency 
among its indicators. Training records the lowest 
reliability values but remains within the acceptable 
threshold. Therefore, the measurement instrument 
is considered reliable and suitable for evaluating the 
structural model.

Despite these reductions, all remaining 
constructs fulfill the required validity and reliability 
criteria (composite reliability > 0.70, Cronbach’s alpha 
> 0.70, and AVE > 0.50). All retained indicators meet 
the convergent validity criteria with loading values 
above 0.50. Indicators falling below the threshold are 
removed from the model. According to Cheung et al. 
(2024), outer loadings between 0.50 and 0.60 may 
still be considered acceptable in the early stages of 
scale development, provided that AVE and composite 
reliability remain adequate.

The Direct Effects (path coefficients) provide 
insights into the direct relationships between latent 
variables. As shown in Table 6, organizational culture 
has a positive and significant effect on job satisfaction 
with a coefficient of 0.393, supported by a t-statistic 
value of 4.243 and a p-value of 0.000. Motivation 
(t-statistic = 4.737; p-value = 0.000) and training 
(t-statistic = 2.697; p-value = 0.007) also show 
significant positive effects on job satisfaction. Training 
further demonstrates a strong, significant direct 
effect on employee performance, with a coefficient 
of 0.689, a t-statistic of 16.974, and a p-value of 
0.000, making it the strongest predictor in the model. 
Meanwhile, three relationships show no significant 
influence: organizational culture on performance 
(t-statistic = 0.459; p-value = 0.646), job satisfaction 
on performance (t-statistic = 1.346; p-value = 0.178), 
and motivation on performance (t-statistic = 1.533; 
p-value = 0.126). Although job satisfaction exhibits 
a negative coefficient (-0.102), the relationship is 
statistically insignificant. Therefore, the negative 
direction should be interpreted cautiously. Overall, 

Table 4 Heterotrait-Monotrait Ratio (HTMT Ratio) Test Results

Variable OC JS EP MV TN
OC
JS 0.840
EP 0.435 0.405
MV 0.886 0.839 0.501
TN 0.602 0.635 0.888 0.659

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).

Table 5 Reliability Test Results

Cronbach’s Alpha Composite Reliability Description
OC 0.843 0.906 Eligible
JS 0.824 0.895 Eligible
EP 0.806 0.911 Eligible
MV 0.831 0.898 Eligible
TN 0.744 0.859 Eligible

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).
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the results indicate that only training has a meaningful 
direct effect on employee performance. In contrast, 
motivation, organizational culture, and job satisfaction 
do not significantly influence performance outcomes 
in conventional banks in Batam.

In addition to examining path coefficients and 
significance levels, the researchers also conduct a 
predictive relevance test using the Stone–Geisser Q² 
value. A Q² value greater than 0 indicates that the model 
has predictive relevance, while values less than or equal 
to 0 suggest a lack of predictive capability. Values of 
0.02, 0.15, and 0.35 generally indicate small, medium, 
and large predictive relevance, respectively (Hair et 
al., 2021). As shown in Table 7, job satisfaction obtains 
a Q2 value of 0.187, and employee performance has 
a Q2 value of 0.214. Since both values exceed 0.15, 
the structural model demonstrates medium predictive 
relevance for these constructs. This finding indicates 
that the model provides meaningful predictive 
accuracy in estimating job satisfaction and employee 
performance.

The mediating variables of the research model 
are highlighted through the indirect effects. Table 8 
shows that the indirect effects between variables have 
p-values greater than 0.05 and t-statistic values less 

than 1.96. These results suggest that, in the context 
of employee training, motivation, and organizational 
culture, job satisfaction does not function as a 
significant mediating variable.

According to Hair et al. (2021), a result greater 
than 0.50 is considered strong. A result between 0.25 
and 0.50 is considered moderate, and a result below 
0.25 can be categorized as weak. As shown in Table 
9, the R² value for job satisfaction is 0.585. Then, the 
R² value for employee performance is 0.532. These R² 
values indicate moderate predictive performance.

Table 10 presents the results of the SRMR test, 
which is an indicator used to assess the goodness 
of fit in SEM. According to Sinniah et al. (2022), 
an SRMR value below 0.10 indicates an acceptable 
fit between the model and the observed data. The 
results show that both the saturated and estimated 
models yield an SRMR of 0.049, well below the 
recommended threshold. These findings confirm that 
the proposed model adequately fits the data, indicating 
that the discrepancy between observed and predicted 
correlations is minimal. Therefore, the SRMR test 
provides strong evidence that the structural model 
used in the research is reliable and valid for further 
interpretation.

Table 6 Hypothesis Test Results

Sample Mean (M) T-Statistics (|O/STDEV|) P-Values
OC → JS 0.393 4.243 0.000
OC → EP 0.028 0.459 0.646
JS → EP -0.102 1.346 0.178
MV → JS 0.346 4.737 0.000
MV → EP 0.133 1.533 0.126
TN → JS 0.126 2.697 0.007
TN → EP 0.689 16.974 0.000

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).

Table 7 Predictive Relevance Results

Variable Q² Interpretation
Job Satisfaction 0.187 Medium predictive relevance
Employee Performance 0.214 Medium predictive relevance

Table 8 Indirect Effect Test Results

Sample Mean (M) T Statistics (|O/STDEV|) P-Values

OC → JS → EP -0.040 1.202 0.230
MV → JS → EP -0.036 1.265 0.206
TN → JS → EP -0.013 1.122 0.262

Note: Training (TN), Motivation (MV), Employee Performance (EP), Job Satisfaction (JS), 
and Organizational Culture (OC).
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The test result for H1 shows a p-value of 0.007, 
indicating that training has a positive and significant 
influence on the job satisfaction of conventional bank 
employees in Batam. Therefore, H1 is accepted. This 
finding suggests that well-designed and relevant 
training programs enhance employees’ job satisfaction, 
while poorly aligned training may reduce satisfaction 
with work roles. This result is consistent with Dami 
et al. (2022), finding that higher levels of training 
and education are associated with greater employee 
job satisfaction. Similar evidence is also reported 
by Usman et al. (2023) and Rožman et al. (2023), 
emphasizing the important role of training in shaping 
positive employee attitudes. However, some studies 
conducted in organizational contexts characterized 
by higher autonomy and flexibility report weaker or 
non-significant effects of training on job satisfaction, 
as employees place greater emphasis on intrinsic 
motivation and discretionary job design (García-
Salirrosas et al., 2023). In contrast, the research 
findings highlight the contextual importance of 
training within Batam’s conventional banking sector. 
In a highly regulated, target-driven, and system-
oriented work environment, training serves not only as 
a means of skill development but also as a mechanism 
to reduce role ambiguity and support compliance 
with standardized procedures. Under such conditions, 
employees rely heavily on structured and job-relevant 
training to adapt to operational demands and digital 
systems. This contextual characteristic helps to 
explain why the effect of training on job satisfaction 
appears particularly strong in Batam’s banking sector 
compared to organizational settings characterized by 
greater autonomy and flexibility.

The H2 test, with a p-value of 0.000, indicates 
that motivation has a positive and significant effect on 
the job satisfaction of conventional bank employees 
in Batam. Therefore, H2 is accepted. According to 
Basalamah and As’ad (2021) and Wolor et al. (2023), 
if employees feel satisfied with their work, they tend 
to be more motivated to excel. Previous research 
by Sypniewska et al. (2023) has stated that when 
employees’ needs are met in the work environment, 
they will feel satisfied with their work. Recognition and 

appreciation for contributions are important factors that 
enhance satisfaction. Awards acknowledge employees’ 
efforts and achievements, promotions provide career 
advancement opportunities, and recognition validates 
the value of their work. Theoretically, high motivation 
positively impacts job satisfaction. It encourages 
individuals to improve their efforts, achieve more 
optimal results, and remain actively engaged in their 
work (Aljumah, 2023).

The H3 test result, with a p-value of 0.000, 
demonstrates that organizational culture has a 
positive and significant impact on job satisfaction. 
Therefore, H3 is accepted. It suggests that the better 
the organizational culture established within a 
company is, the greater the satisfaction and comfort 
are experienced by employees. The compatibility 
between Semployees’ values and habits can contribute 
to higher job satisfaction (Georgousopoulou et al., 
2025; Wulandari & Erdiansyah, 2024). These results 
are consistent with the findings of Handriyani et 
al. (2023) that organizational culture significantly 
affects job satisfaction. This relationship can also 
be explained by the specific context of conventional 
banking institutions in Batam, where standardized 
procedures and strict regulatory controls dominate 
daily operations. In such environments, a strong and 
consistent organizational culture provides clarity, 
stability, and a sense of belonging, thereby enhancing 
employees’ job satisfaction (Georgescu et al., 2024; 
Giday & Perumal, 2023). Consequently, organizational 
culture functions as a supportive mechanism that 
compensates for the limited flexibility inherent in 
banking work settings.

The test result for H4 indicates a p-value of 
0.000, confirming that training has a significant and 
positive effect on the performance of employees 
at conventional banks in Batam. Therefore, H4 is 
accepted. The training programs implemented are 
effective in improving the quality of employees’ 
work outcomes. Training is essential for enhancing 
performance across divisions and roles, as it equips 
employees with the necessary skills and knowledge 
to excel (Muzam, 2023; Yimam, 2022). This 
research also corroborates the findings of  Giday and 

Table 9 R-Square Test Results

Variable R-Square Adjusted R-Square
Job Satisfaction 0.585 0.581
Employee Performance 0.532 0.526

Table 10 Standardized Root Mean Square Residual (SRMR) Test Results

Original Sample (O) Samples Mean (M)
Saturated Model 0.101 0.049
Estimated Model 0.101 0.049
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Perumal (2023) that training significantly influences 
employee performance. The strong effect of training 
on employee performance is particularly relevant in 
Batam’s banking sector, characterized by frequent 
system updates, high accuracy requirements, and strict 
compliance standards. In this environment, training 
not only enhances technical competencies but also 
ensures that employees can meet operational targets 
and perform their duties in accordance with established 
procedures. Therefore, training emerges as a key 
strategic mechanism that directly supports employee 
performance and organizational effectiveness in 
conventional banking institutions.

The test result for H5 shows a p-value of 
0.126, indicating that motivation has a positive but 
insignificant influence on employee performance in 
conventional bank employees in Batam. Therefore, H5 
is rejected. Although motivation is generally expected 
to enhance performance, motivation does not always 
translate into measurable performance improvements. 
The result aligns with José et al. (2025). This pattern 
becomes clearer when considering the characteristics 
of frontline and outsourced employees in conventional 
banks in Batam. Many of these employees work under 
strict operational guidelines, tightly defined daily 
targets, and standardized procedures that leave little 
room for personal discretion. As a result, performance 
outcomes tend to be shaped more by compliance and 
routine task execution than by internal motivational 
states. Possible explanations include the limited 
recognition, support, and appreciation that employees 
receive from superiors, as well as rigid regulations 
that require productivity to be maintained regardless 
of motivational levels (Imran et al., 2025). Herzberg’s 
two-factor theory provides further insight into this 
condition. Most motivational initiatives offered by the 
banks, such as verbal encouragement, target briefings, 
or general performance reminders, function primarily 
as hygiene factors rather than true motivators. Hygiene 
factors, including supervision quality, policies, and 
working conditions, prevent dissatisfaction but do not 
inherently increase performance. In many Indonesian 
banks, especially among outsourced staff, employees 
seldom receive motivator-based incentives, such as 
recognition awards, career development opportunities, 
or greater job autonomy. Consequently, even when 
employees report feeling motivated, their performance 
may not increase because the essential drivers of 
meaningful satisfaction and enhanced performance 
are not fully present (Layek & Koodamara, 2024; 
Liaquat et al., 2024). In the context of conventional 
banks, where work is highly procedural and regulated, 
performance may depend more on structural hygiene 
factors than on intrinsic motivators (Hasan & Mishra, 
2025; Jung & Moon, 2024; Ybañez, 2024).

Similarly, the Self-Determination Theory (SDT) 
argues that motivation enhances performance when 
employees experience competence, autonomy, and 
relatedness (Olafsen et al., 2025; Rahi et al., 2023). In 
such banking environments with a lack of autonomy 
and highly controlled tasks, motivation, especially 

regarding extrinsic motivation, tends to increase 
compliance, but not performance quality (Ng et al., 
2024; Msuya & Kumar, 2022; St-Onge & Legault, 
2022). As a consequence, even when employees feel 
motivated, their ability to express this motivation 
through higher performance is constrained by the 
nature of their work (Inan et al., 2023). In contrast, 
a previous study conducted in different organizational 
contexts has reported a significant positive effect of 
motivation on employee performance (Shahzad et al., 
2023). It is mostly conducted in environments that 
offer greater autonomy, recognition, and performance-
based rewards. The divergence of findings suggests that 
the highly regulated, target-oriented, and compliance-
driven nature of conventional banking operations in 
Batam limits employees’ ability to translate motivation 
into higher performance outcomes.

The test result for H6 reveals a p-value of 
0.646. Organizational culture does not significantly 
impact employee performance in conventional banks 
in Batam. Therefore, H6 is rejected. This finding 
suggests that the existing organizational culture does 
not strongly influence how employees perform their 
tasks. The lack of a significant effect may stem from 
factors such as weak integration of cultural values 
into daily operations or inconsistent practices across 
the organization. If employees are not engaged 
with or committed to the culture, the influence of 
organizational culture on performance is reduced. This 
finding aligns with Widarko and Anwarodin (2022) 
and Abane et al. (2022) that organizational culture does 
not substantially affect employee performance. This 
result highlights the need for companies to actively 
and consistently implement their cultural values 
to improve their potential impact on performance. 
In contrast, several prior studies have reported a 
significant positive effect of organizational culture on 
employee performance, particularly in organizations 
where cultural values are strongly internalized and 
embedded into daily work practices (Jiatong et al., 
2022; Kim & Jung, 2022; Zulkifli et al., 2023). In such 
environments, shared values actively guide employee 
behavior and decision-making. The insignificant 
result in the context of conventional banks in Batam 
indicates that organizational culture tends to operate 
more as a formal guideline than a performance-driving 
mechanism within highly regulated, standardized 
work systems.

The H7 test, with a p-value of 0.178, indicates 
a negative, statistically insignificant relationship 
between job satisfaction and employee performance 
among conventional bank employees in Batam. 
Therefore, H7 is rejected. This finding implies that 
variations in job satisfaction do not have a meaningful 
effect on employees’ performance levels within these 
banks. Several factors may contribute to this lack of 
significance. For example, other elements influencing 
employee performance that are not examined in the 
research, such as the work environment, salary, or 
management practices, may overshadow the effect of 
job satisfaction, rendering its impact negligible. This 
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finding is consistent with the study by Goetz and Wald 
(2022) that job satisfaction does not have a significant 
impact on employee performance. Meanwhile, the 
findings contrast with research implemented by 
Memon et al. (2023) and Chi et al. (2023) regarding 
the strong relationship of job satisfaction with 
employee performance. The results suggest that a 
broader investigation into additional factors beyond 
job satisfaction may be necessary to understand 
what drives employee performance fully. It may 
include exploring workplace dynamics or external 
influences that can play a more pivotal role in shaping 
performance outcomes.

The test results for H8 show a p-value of 
0.262 (> 0.050). Job satisfaction does not mediate 
the relationship between training and employee 
performance among conventional bank employees in 
Batam. Therefore, H8 is rejected. This finding can be 
understood within the context of Batam’s conventional 
banking sector, where highly structured procedures, 
frequent system updates, and strict operational 
targets make training a direct driver of performance 
rather than an indirect one through job satisfaction. 
In such environments, training primarily enhances 
employees’ competence and ability to meet procedural 
standards, which may overshadow its potential effect 
on satisfaction. While previous studies by Sagheem 
et al. (2024) and Volta et al. (2024) have found that 
training improves performance via job satisfaction. 
The contextual characteristics of Batam’s banks, such 
as standardized roles and limited autonomy, may 
explain the difference.

The test result for H9 has a p-value of 0.206. 
Job satisfaction does not effectively mediate the 
relationship between motivation and employee 
performance. Therefore, H9 is rejected. This result 
implies that, even when motivation exists, its influence 
on performance via job satisfaction is limited in the 
studied context. The findings may be influenced by 
contextual factors that are not directly examined in the 
research. For instance, previous research by Abikova 
(2025) and Winkelhaus et al. (2022) has argued that 
a negative or unsupportive work environment can 
constrain job satisfaction, even when motivation levels 
are high. In Batam’s conventional banks, frontline 
employees and outsourced staff often operate under 
tight operational guidelines and limited autonomy, 
which restricts the translation of motivational states 
into enhanced performance outcomes. These results 
differ from previous findings by Nusraningrum et al. 
(2024) and Memon et al. (2023), which have found that 
job satisfaction mediates the link between motivation 
and employee performance. This discrepancy 
underscores the importance of contextual factors, such 
as procedural control, supervisory support, and the 
extent of employee discretion in shaping the mediation 
effect of job satisfaction. 

The H10 test results show a p-value of 0.230, 
indicating that job satisfaction does not mediate the 
relationship between organizational culture and 
employee performance. Therefore, H10 is rejected. 

From a theoretical perspective, prior studies have 
suggested that the mediating role of job satisfaction 
depends on the extent to which employees internalize 
organizational values. When personal values are 
misaligned with formal cultural expectations, 
organizational culture may have limited influence on 
job satisfaction and, consequently, on performance 
(Hngoi et al., 2023; Kosec et al., 2022; Mutonyi et al., 
2022). In addition, the literature on bureaucratic and 
control-oriented organizations argues that employee 
performance in highly regulated environments is 
primarily driven by external mechanisms, such as target 
enforcement, regulatory compliance, and system-
based monitoring, rather than affective states such as 
job satisfaction (Amin, 2022; Na-Nan et al., 2021). 
Within this theoretical framework, job satisfaction 
is less likely to function as an effective mediating 
mechanism. These findings contrast with Abawa and 
Obse (2024) that organizational culture significantly 
affects both job satisfaction and performance. The 
differences highlight the importance of considering 
additional variables that may shape the mediating role 
of job satisfaction, including the alignment between 
employees’ values and organizational expectations, 
degree of autonomy, job contract type, and other 
contextual factors within the banking environment.

From a contextual perspective, several local 
conditions further shape employee dynamics in Batam 
and help to explain the limited mediating role of job 
satisfaction. Many frontline banking employees come 
from high school and vocational school backgrounds, 
which often place them in procedural, task-focused 
roles with limited autonomy for discretionary 
performance improvements. It aligns with the highly 
standardized workflows in Batam’s banking sector, 
where strict compliance and risk-control requirements 
leave little opportunity for job satisfaction to translate 
into enhanced performance (Bagherifam et al., 2025). 
Additionally, the sector relies heavily on outsourced 
or contract-based employees, particularly in teller, 
customer service, and sales positions, who often 
exhibit lower organizational attachment and weaker 
internalization of cultural values, thereby reducing 
both the direct and indirect impact of culture on 
performance (Ababneh, 2021). Furthermore, growing 
competitive pressure from fintech services and digital 
banking platforms intensifies performance demands in 
conventional banks in Batam, compelling employees 
to prioritize aggressive sales targets and regulatory 
requirements (Muhammad & Nugraheni, 2022). 
Under such conditions, employee performance tends 
to be shaped more by external demands, including 
target enforcement and system-based monitoring, than 
by internal psychological states such as satisfaction 
(Mukherjee et al., 2024).

CONCLUSION
The research contributes to the theoretical 

understanding of how training, motivation, 
and organizational culture influence employee 
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performance through job satisfaction in conventional 
banks in Batam. The findings show that although 
training, motivation, and organizational culture 
have a significant positive effect on job satisfaction, 
these improvements do not consistently translate 
into higher employee performance. It indicates 
the presence of a contextual disconnect between 
satisfaction and performance in highly regulated 
and target-driven banking environments. The results 
extend existing HRM theories by demonstrating that 
in sectors characterized by strict procedural control, 
limited autonomy, and a high reliance on outsourced 
labor, structural and regulatory factors may override 
the behavioral mechanisms traditionally explained 
through motivation and satisfaction models.

From a practical perspective, organizations 
should refine their HR strategies to align with the 
operational realities of the banking sector in Batam. 
First, training programs should be preceded by a 
comprehensive training needs analysis and tailored 
to the evolving demands of frontline banking roles, 
which are increasingly shaped by digitalization 
and competition from fintech services. Second, 
motivational strategies should focus on consistent 
recognition, transparent career pathways, and 
performance-based incentives that address the 
needs of both permanent and outsourced employees. 
Third, strengthening organizational culture requires 
embedding cultural values into daily operational 
routines through clear communication, leadership 
example, and consistent implementation across 
branches, an approach especially important in work 
environments characterized by high turnover and 
contract-based employment.

The research also has several limitations that 
should be acknowledged. The geographic focus on 
conventional banks in Batam and the predominance 
of frontline employees, many of whom are high 
school graduates or outsourced workers, limit the 
generalizability of the findings. Additionally, the use of 
self-reported questionnaires may introduce perceptual 
bias, as respondents may overstate satisfaction or 
motivation. The cross-sectional research design 
further restricts the ability to draw causal inferences. 
Furthermore, the research employed a relatively 
limited number of measurement indicators, particularly 
for employee performance. Although the retained 
indicators capture essential aspects of performance, 
they may not fully reflect their multidimensional 
nature in the conventional banking context. Therefore, 
this measurement constraint should be considered 
a methodological limitation when interpreting the 
findings.

Future studies should expand the empirical scope 
to include multiple regions and diverse organizational 
types, such as state-owned banks, fintech firms, 
or digital banking units, to examine whether the 
satisfaction-performance disconnect persists across 
different institutional contexts. Including additional 
mediating variables, such as employee engagement, 
psychological empowerment, and organizational 

commitment, as well as moderating variables such 
as autonomy, workload, and contract type, may offer 
deeper insights into the mechanisms linking HRM 
practices to performance. Longitudinal or mixed-
method approaches will also be valuable for capturing 
dynamic changes over time and providing richer 
contextual explanations. 
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