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Abstract 
The results of dividing the Mean Square regression with the Mean Square residual obtained an F 

count of92,921with a significance probability value limit of 0.000. While the F table value at a 

significant level of 5% and df 67 is 2.74. Thus the calculated F value (92,921)greater than F table 

(2.74) so that a decision can be taken, namely accepting the alternative hypothesis (Ha) and 

rejecting the hypothesis Ho, that isIntegrity (X1), Organizational Culture (X2), and Employee 

Engagement (X3) all have an effect on Employee Performance (Y). From the results of the SPSS 

output, the Adjusted R Square is 0.798. Adjusted valueR Squarethis amount explains, the role of 

the variables Integrity (X1), Organizational Culture (X2), and Employee Engagement (X3) in 

influencing Employee Performance (Y) is 0.798 or 79.8%. While the residual (residual value) of 

the role of these variables is 0.202 or 20.2% influenced by other variables not involved in this 

study. From the results of the comparison of the regression coefficient values with the standard 

error, it is obtained that the t value for the influence of the Integrity variable is 6.724 at the limit of 

a significance probability value of 0.005. While the t-table value at df 69 and a significant level of 

5% is 1.994. The results of this calculation indicate that the calculated t value is greater than the t-

table value so that a decision can be taken that the alternative hypothesis (Ha) can be accepted and 

reject the null hypothesis (Ho), meaning that Integrity (X1) partially has a significant effect on 

Employee Performance (Y ). From the results of the comparison of the regression coefficient 

values with the standard errorobtainedthe calculated t value for the influence of the Integrity 

variable is equal to6,210at the limit of significance probability value of 0.000. While the t-table 

value at df 69 and a significant level of 5% is 1.994. The results of this calculation indicate that the 

calculated t value is greater than the t-table value so that a decision can be taken that the alternative 

hypothesis (Ha) can be accepted and reject the null hypothesis (Ho), meaning that Organizational 

Culture (X2) partially has a significant effect on Employee Performance ( Y). From the results of 

the comparison of the regression coefficient values with the standard errorobtainedthe calculated t 

value for the influence of the Employee Engagement variable is equal to6,699at the limit of 

significance probability value of 0.004. While the t-table value at df 69 and a significant level of 

5% is 1.994. The results of this calculation indicate that the calculated t value is greater than the t-

table value so that a decision can be taken that the alternative hypothesis (Ha) can be accepted and 

reject the null hypothesis (Ho), meaning that Employee Engagement (X3) partially has a significant 

effect on Employee Performance. 
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1. INTRODUCTION 

In carrying out their work, employees produce something called performance. Performance 

is the result of work produced by employees or real behavior that is displayed according to their 

role in the company (Hariandja, 2009). The company as a company has a goal of making a profit. 

Companies can operate because of activities or activities carried out by employees in the company. 

Because by increasing employee performance automatically employee performance will also 

increase. 
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Human resources within the company have an important role in achieving company goals, in 

addition to other resources owned by the company. The company in achieving its goals requires the 

support of human resources as a support. Human resources are considered important because they 

can affect the efficiency and effectiveness of the company, and are the company's main expenses in 

carrying out its activities (Simamora, 2014: 122). Humans always play an active role in every 

company activity, namely as planners, actors and determinants of the realization of company goals, 

so that humans are company assets that must be maintained, increased efficiency and productivity 

(Hasibuan, 2016: 61). 

PT Bank Mandiri (Persero) Tbk Aceh Functional Office is one of the work units of Bank 

Mandiri which has the task of settling bad credit after the merger of conventional banking to 

Islamic banking in Aceh.Changing a conventional bank's business into an Islamic bank is one form 

of conversion. In POJK Number 16 of 2016, conventional banks are allowed to change their 

business activities to become Islamic banks, but Islamic banks are prohibited from converting to 

conventional banks. The process of converting conventional banks to Islamic banks in Aceh was 

first carried out by converting the conventional system to the Islamic system in each Islamic 

business unit which was then combined to become Bank Syariah Indonesia. 

One of the factors that affect employee performance is integrity. Employee integrity is the 

foundation for building the best company performance and achievements. Integrity results in work 

behavior that is honest, responsible, disciplined, ethical, trustworthy, diligent, diligent, reliable, and 

serves the company wholeheartedly. Integrity is a value that must be used as the foundation for all 

work behavior, so that the work done is of high quality and fit for purpose. This is also in 

accordance with the research of Leroy et al (2011) that the integrity of leader behavior is 

significantly related to company commitment and employee performance. 

The next factor that influences employee performance is organizational culture. A strong 

organizational culture will help the company in providing certainty to all employees to develop 

together, grow and develop the institution. An understanding of the company's culture needs to be 

instilled from an early age in employees. If at the beginning of entering the workforce, they enter 

the agency with various characteristics and different expectations, then through training, orientation 

and self-adjustment, employees will absorb the corporate culture which will then develop into a 

group culture, and finally be absorbed as a personal culture. If the process of internalizing 

corporate culture into personal culture has been successful, then employees will feel identical with 

their agencies, feel united and there are no obstacles to achieving optimal performance. This is a 

mutually beneficial condition, both for agencies and employees. 

Furthermore, employee engagement is also one of the factors that affect employee 

performance. Humans are a unique asset, because they are the only living assets, so special 

treatment is needed to maintain their loyalty to the company. Employee engagement is one way to 

make employees have high loyalty. Employee engagement makes employees have higher loyalty 

thereby reducing the desire to leave the company voluntarily. Positive feelings and high enthusiasm 

for work can be called employee engagement. Employees who have high engagement tend to have 

better performance because they have positive feelings and do not make their work a burden so that 

it will improve employee performance. The results of Piartrini's research (2020) found that 

employee engagement has an effect on improving employee performance. The following is an 

initial survey regarding employee engagement at PT Bank Mandiri (Persero) Tbk Aceh Functional 

Office. 
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Based on the background of the problems described above, the writer is very interested in 

further researching "The Influence of Integrity, Organizational Culture, and Employee Engagement 

on Employee Performance at Pt Bank Mandiri (Persero) Aceh Functional Office". 

 

2. LITERATURE REVIEW 

2.1 Definition of Employee Performance 

Every employee in the company is required to make a positive contribution through good 

performance, considering that employee performance depends on employee performance(Gibson et 

al., 2012). Performance is a company's behavior that is directly related to the production of goods 

or the delivery of services(Buleleng, 2019). Performance is often thought of as task achievement, 

where the term task itself comes from thinking about the activities required by workers. 

Nurjaya (2021) states that performance is the level of achievement of results for carrying out 

certain tasks. Employee performance is the level of achievement of results in order to achieve 

company goals. Putri (2020) states that performance is the results of the work functions of a person 

or group in a company for a certain period of time which reflects how well the person or group 

fulfills the requirements of a job in an effort to achieve company goals. Lilyana et al. (2021) states 

that performance is the result of work that has been achieved by completing the tasks and 

responsibilities that have been given within a certain period of time. 

 

2.2 Definition of Integrity 

Gea (2014)stating integrity is something directly related to individuals, not to groups or 

companies. a person with integrity is someone who can be relied on, trusted or emulated. Integrity 

is a factor that affects Employee Performance. This statement is supported by research conducted 

byBoys (2021)who concluded that integrity has a positive effect on performance. This proves that 

the higher the level of integrity possessed, the higher the performance that will be achieved. 

However, different results were obtained in the research conductedArini (2010)which shows that 

integrity has no significant effect partially on performance. 

According to Wetik (2018) integrity requires an employee to be honest, brave, wise and 

responsible in carrying out his duties and responsibilities. The better the integrity of an employee, 

the better the resulting performance. Integrity is a form of one's responsibility for what one does 

and the results are in accordance with the correct norms, values or principles, and a firm stance 

without coercion from any party. 

 

2.3 Definition of Organizational Culture 

Fachreza et al. (2018), organizational culture is increasingly developing in line with the 

increasing dynamics of internal climatecompany. Thus the concept of organizational culture was 

developed in various versions considering that the term culture was borrowed from the disciplines 

of anthropology and sociology, in accordance with the meaning of culture which contains national 

connotations, added that the implications are so broad that various points of view can be seen. 

However, in the process of adaptation, most argue that the core of culture is a shared value system. 

Taurisa and Ratnawati (2012) define organizational culture as a system of shared meaning 

held by members that distinguishes the company from other companies. Organizational culture 

represents a common perception of company members. Therefore, it is hoped that individuals who 

have different backgrounds or are at different levels in the company can understand organizational 

culture in a similar way. 
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2.4 Definition of Employee Engagement 

Employee engagement or employee engagement is the level when employees are willing to 

work and are directly involved in their work and exert all their abilities for the job (Brunetto et al., 

2015). Another understanding presented by David (2016) regarding employee engagement is the 

intensity in which individuals who are actively involved in their work identify themselves 

psychologically towards their work and realize that work performance is very important for their 

self-esteem. 

Another concept regarding employee engagement, namely the positive attitude that 

employees have towards company values and goals shows employees' awareness of business goals 

and their willingness to work with co-workers to show employee performance in their work and 

fulfill company interests (Sarangi and Aakanksha, 2015) . Another understanding that explains 

employee engagement according to Sidhu and Adhikari (2012) is a process of involving employees 

at all levels of the company for decision making and problem solving. 

 

3. RESEARCH METHODS 

3.1 Location and Research Object 

The location of this research is PT Bank Mandiri (Persero) Tbk Aceh Functional Office. The 

objects of this research are integrity, organizational culture, employee engagement, employee 

performance, and employee performanceat PT Bank Mandiri (Persero) Tbk Aceh Functional 

Office. 

 

3.2 Population and Sample 

The population is a generalized area consisting of objects and subjects that have certain 

qualities and characteristics determined by researchers to be studied and then conclusions drawn 

(Sugiyono, 2017). The population in this study were all employees of PT Bank Mandiri (Persero) 

Tbk Aceh Functional Office, totaling 71 employees. The sample in this study was taken using a 

census technique where the entire sample was used as the population.  

 

3.3 Operational Variables 

Table 1 Operational Variables 

No Variable Variable definitions Indicator grain Scale Items 

1 Integrity Integrity can accept 

unintentional mistakes 

and honest dissent, but 

cannot accept cheating 

on principle 

 

Sukrisno (2018) 

1. Honesty 

2. Courage 

3. Have a wise attitude 

4. Be responsible 

 

Sukrisno (2018) 

1 -5 intervals A1-

A4 

2 Organizationa

l Culture 

Values that are 

understood together so 

that they become a 

reference for every 

member of the company 

in acting and interacting 

within the company 

Robbins & Judge 

(2017:424) 

1 Innovation and Courage 

to Take Risks 

2 Attention to detail 

3 Results Orientation 

4 People orientation 

5 Team Orientation 

6 aggressiveness 

7 Stability 

 

Robbins & Judge (2017:424) 

1-5 intervals B1-B7 

3 Employee 

Engagement 

Where intensity 

Individuals who are 

1. Work environment 

2. Leadership 

1-5 intervals C1-C7 
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No Variable Variable definitions Indicator grain Scale Items 

actively involved in their 

work identify themselves 

psychologically with 

their work and realize 

that their work 

performance is very 

important for their self-

esteem. 

 

David (2016) 

3. Teams and relationships with 

colleagues 

4. Career training and 

development 

5. Compensation 

6. company policy 

7. Work welfare 

 

Setiawan (2017) 

4 Employee 

performance 

 

 

The result of a process 

that refers to and is 

measured over a certain 

period based on 

predetermined 

conditions or agreements 

in order to achieve the 

goals of a company. 

 

1. Quantity 

2. Quality 

3. Time 

4. Cost 

5. Service orientation 

6. Integrity 

7. Commitment 

8. Discipline 

9. Cooperation 

10. Leadership 

1-5 intervals D1-

D10 

 

3.4 Validity and Reality Test 

Table 2 Validity Test Results 

No. Statement Variable 
Correlation 

coefficient 

Critical Value5% 
Ket 

(N=30) 

1 A1 

Employee 

performance 

0.901 

0.3610 Valid 

2 A2 0.956 

3 A3 0.980 

4 A4 0.974 

5 A5 0.980 

6 A6 0.988 

7 A7 0.982 

8 A8 0.989 

9 A9 0.962 

10 A10 0.958 

11 B1 

Integrity 

0.866 

0.3610 Valid 
12 B2 0.953 

13 B3 0.940 

14 B4 0.878 

15 C1 

Organizational culture 

0.885 

0.3610 Valid 

16 C2 0.772 

17 C3 0.914 

18 C4 0.974 

19 C5 0.936 

20 C6 0.973 

21 C7 0.937 

22 D1 

Employee 

Engagement 

0.952 

0.3610 Valid 

23 D2 0.918 

24 D3 0.881 

25 D4 0.931 

26 D5 0.908 

27 D6 0.912 

28 D7 0.912 
Source:Primary Data 2022, (processed) 

Based on Table 1, it can be explained that all the variables used in this study are all declared 

valid, because they have the correlation coefficient above from the critical product moment 

correlation value, which is equal to 0.3610 so that all questions contained in this research 
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questionnaire are declared valid to continue more in-depth research. Thus all the instrument items 

from each variable in this study have fulfilled the requirements for further testing. 

After the questionnaire is compiled, the next step that must be taken is to test the validity and 

reliability of the questionnaire. The purpose of this test is to get the result that the questionnaire we 

make is the best measuring tool, so that later the questionnaire can be used to measure the object to 

be studied. 

Table 3 Research Variable Reliability (Alpha) 

No. Variable 
Items 

Variable 

Alpha 

value 
Ket 

1. Employee performance 10 0.992 reliable 

2. Integrity 4 0.924 reliable 

3. Organizational culture 7 0.962 reliable 

4. Employee Engagement 7 0.964 reliable 
Source: Primary Data 2022 (processed). 

Based on the reliability analysis it can be seen that the alpha for each variable of the 

respondent's perception can be seen from several variables, namely that it has fulfilled the 

Cronbach Alpha credibility where the alpha value is greater than Alpha 0.60. 

 

3.5 Data analysis technique 

Regression Analysis is basically a technique for analyzing the relationship that occurs 

between 2 or more variables (Sugiyono, 2014:26). Referring to the framework and research 

hypotheses that have been stated previously, the analysis in this study uses the following equation. 

General Equation: 

Y = a + b1X1 + b2X2 + b3X3 +e 

Information : 

  Y :Employee Performance 

  X1 : Integrity 

  X2 :Organizational culture 

  X3 : Employee Engagement 

 b1, b2, b2, : Regression Coefficient 

  e :Error 

 

3.6 Classic assumption test 

The use of multiple linear regression as a data analysis tool requires a classical assumption 

test. The classic assumption test used in this study includes normality and multicollinearity tests. 

While the autocorrelation test and heteroscedasticity test are not used, because generally cases of 

autocorrelation and heteroscedasticity only occur in time series data (Sekaran, 2013: 51). 

 

4. RESULTS AND DISCUSSION 

4.1 Normality test 
Table 4 Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residuals 

N 71 

Normal Parameters, b Means ,0000000 

std. Deviation ,41515836 

Most Extreme Differences absolute .082 

Positive .082 
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Negative -.059 

Test Statistics .082 

asymp. Sig. (2-tailed) ,200c,d 

a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

d. This is a lower bound of the true significance. 

 

Table 4 shows that the Kolmogorov Smirnov test has a significance of 0.200. From these 

results it proves the results of a significance > 0.05 (α = 5%), which means that the residuals of the 

regression model are normally distributed. Thus the assumption of the residual normality test has 

been fulfilled. 

 

4.2 Multicollinearity Test 
Table 5 Multicollinearity Test Results 

Independent Variable tolerance VIF Information 

Integrity 0.335 1,981 There is no multicollinearity 

Organizational culture 0.338 1,959 There is no multicollinearity 

Employee Engagement 0.305 1.275 There is no multicollinearity 

Source: Processed Secondary Data, 2023 

Based on Table 5 it is known that the tolerance value of the independent variable has a value 

of more than 0.10. The VIF value is below the value of 10. The conclusion is that the independent 

variable regression model has no multicollinearity and meets the assumptions of the 

multicollinearity test. 

 

The research was conducted at the UPTD. Special Eye Hospital in North Sumatra Province 

from April to May 2023. Data collection was carried out in the registration room by distributing 

questionnaires filled in by 100 respondents. The data that has been collected is then inputted into 

the computer and analyzed using the SPSS application. The results of the study present the results 

of the analysis consisting of respondent data and looking at service quality using the Quality 

Function Deployment method. 

 

4.3 Heteroscedasticity Test 

 
Figure 1 Heteroscedasticity Test Results 
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4.4 Multiple Linear Regression Results 
Table 6 Regression Analysis Results 

Model 

Unstandardized Coefficients 

t Sig. B std. Error 

1 (Constant) -0.963 0.302 -3,188 0.002 

Integrity 0.379 0.129 2,927 0.005 

Organizational culture 0.497 0.113 4,406 0.000 

Employee Engagement 0.395 0.131 3,026 0.004 

Source: Processed Secondary Data, 2023 

 

Thus, the results of statistical calculations can be written simultaneous multiple linear 

regression equation as follows: 

Y = 0.382 + 0.379X1 + 0.497X2 + 0.395X3 

From the results of the regression equation above, it is known that the results of the study are 

as follows: 

1. The constant value is -0.963, meaning that if the Integrity, Organizational Culture, and 

Employee Engagement variables are zero or constant, then the Employee Performance 

variable will have a negative value of 0.963. 

2. The regression coefficient of the effect of integrity is 0.379 explaining that any increase 

in integrity will increase employee performance by 0.379, meaning that there is a positive 

influence of the variable integrity on employee performance. 

3. The regression coefficient for the influence of Organizational Culture is 0.497 explaining 

that every increase in Organizational Culture will increase Employee Performance by 

0.497, meaning that there is a positive influence of Organizational Culture variables on 

Employee Performance. 

4. The regression coefficient for the effect of Employee Engagement is 0.395 explaining 

that any increase in Employee Engagement will increase Employee Performance by 

0.395, meaning that there is a positive influence of the Employee Engagement variable on 

Employee Performance. 

Table 7 Correlation Coefficient and Determination 

Model R R Square Adjusted R Square 

std. Error of the 

Estimate 

1 .898a .808 .798 .51713 

Source: Processed Secondary Data, 2023 

 

The correlation coefficient R of 0.898 explains the degree of relationship (correlation) 

between the variables Integrity (X1), Organizational Culture (X2), and Employee Engagement 

(X3) with Employee Performance (Y) is positive with a close relationship of 89.8%. This means 

that the three independent variables have a very strong relationship with Employee Performance 

(Y) with a category value of 80% -100%. While the termination coefficient is a coefficient that 

explains the magnitude of the influence of one of the independent variables on the dependent 

variable assuming the other variables are unknown. From the results of the SPSS output, the 

Adjusted R Square is 0.798. Adjusted valueR Squarethis amount explains, the role of the variables 

Integrity (X1), Organizational Culture (X2), and Employee Engagement (X3) in influencing 

Employee Performance (Y) is 0.798 or 79.8%. While the residual (residual value) of the role of 

these variables is 0.202 or 20.2% influenced by other variables not involved in this study. 
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Table 8 Simultaneous Test Results (Test F) 

ANOVAa 

Model Sum of Squares df MeanSquare F Sig. 

1 Regression 74,546 3 24,849 92,921 ,000b 

residual 17,917 67 ,267   

Total 92,463 70    

a. Dependent Variable: Y 

b. Predictors: (Constant), X3, X2, X1 

Source: Processed Secondary Data, 2023 

 

The results of dividing the Mean Square regression with the Mean Square residual obtained 

an F count of92,921with a significance probability value limit of 0.000. While the F table value at a 

significant level of 5% and df 67 is 2.74. Thus the calculated F value (92,921)greater than F table 

(2.74) so that a decision can be taken, namely accepting the alternative hypothesis (Ha) and 

rejecting the hypothesis Ho, that isIntegrity (X1), Organizational Culture (X2), and Employee 

Engagement (X3) all have an effect on Employee Performance (Y). 

Table 9 Partial Test Results (t test) 

Model 

Unstandardized Coefficients 

t Sig. B std. Error 

1 (Constant) -0.963 0.302 -3,188 0.002 

Integrity 0.379 0.129 2,927 0.005 

Organizational culture 0.497 0.113 4,406 0.000 

Employee Engagement 0.395 0.131 3,026 0.004 

Source: Processed Secondary Data, 2023 

Based on Table 9, the results can be explained as follows. 

1. Partial Influence of Integrity Variable on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

errorobtainedthe calculated t value for the influence of the Integrity variable is equal 

to6,724at the limit of significance probability value of 0.005. While the t-table value at df 

69 and a significant level of 5% is 1.994. The results of this calculation indicate that the 

calculated t value is greater than the t-table value so that a decision can be taken that the 

alternative hypothesis (Ha) can be accepted and reject the null hypothesis (Ho), meaning 

that Integrity (X1) partially has a significant effect on Employee Performance (Y ). 

2. Partial influence of Organizational Culture variables on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

errorobtainedthe calculated t value for the influence of the Integrity variable is equal 

to6,210at the limit of significance probability value of 0.000. While the t-table value at df 

69 and a significant level of 5% is 1.994. The results of this calculation indicate that the 

calculated t value is greater than the t-table value so that a decision can be taken that the 

alternative hypothesis (Ha) can be accepted and reject the null hypothesis (Ho), meaning 

that Organizational Culture (X2) partially has a significant effect on Employee 

Performance. 

3. The partial influence of the Employee Engagement variable on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

errorobtainedthe calculated t value for the influence of the Employee Engagement variable 

is equal to6,699at the limit of significance probability value of 0.004. While the t-table 
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value at df 69 and a significant level of 5% is 1.994. The results of this calculation indicate 

that the calculated t value is greater than the t-table value so that a decision can be taken 

that the alternative hypothesis (Ha) can be accepted and reject the null hypothesis (Ho), 

meaning that Employee Engagement (X3) partially has a significant effect on Employee 

Performance. 

 

4.5 Discussion 

1. The Influence of Integrity, Organizational Culture, and Employee Engagement on 

Employee Performance 

The results of dividing the Mean Square regression with the Mean Square residual obtained 

an F count of92,921with a significance probability value limit of 0.000. While the F table value at a 

significant level of 5% and df 67 is 2.74. Thus the calculated F value (92,921)greater than F table 

(2.74) so that a decision can be taken, namely accepting the alternative hypothesis (Ha) and 

rejecting the hypothesis Ho, that isIntegrity (X1), Organizational Culture (X2), and Employee 

Engagement (X3) all have an effect on Employee Performance (Y). 

From the results of the SPSS output, the Adjusted R Square is 0.798. Adjusted valueR 

Squarethis amount explains, the role of the variables Integrity (X1), Organizational Culture (X2), 

and Employee Engagement (X3) in influencing Employee Performance (Y) is 0.798 or 79.8%. 

While the residual (residual value) of the role of these variables is 0.202 or 20.2% influenced by 

other variables not involved in this study. 

 

2. Influence of Integrity on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

error, it is obtained that the t value for the influence of the Integrity variable is 6.724 at the limit of 

a significance probability value of 0.005. While the t-table value at df 69 and a significant level of 

5% is 1.994. The results of this calculation indicate that the calculated t value is greater than the t-

table value so that a decision can be taken that the alternative hypothesis (Ha) can be accepted and 

reject the null hypothesis (Ho), meaning that Integrity (X1) partially has a significant effect on 

Employee Performance (Y ). 

Employee integrity is the foundation for building the best company performance and 

achievements. Integrity results in work behavior that is honest, responsible, disciplined, ethical, 

trustworthy, diligent, diligent, reliable, and serves the company wholeheartedly. Integrity is a value 

that must be used as the foundation for all work behavior, so that the work done is of high quality 

and fit for purpose. This is also in accordance with the research of Leroy et al (2011) that the 

integrity of leader behavior is significantly related to company commitment and employee 

performance. 

The results of research by Rakhmanto et al. (2021) also found that integrity affects 

employee performance. The results of another study by Syahrudin & Toharduin (2020) found that 

integrity affects performance. The same result was also conveyed by Sumendap et al. (2015) where 

integrity is one of the forming factors of the quality of human resources to increase the 

performance productivity of a company or agency. Sujiyanto's research (2017) also found that 

integrity affects performance. 
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3. The Influence of Organizational Culture on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

error, it is obtained that the t value for the influence of the Integrity variable is 6.210 at the limit of 

a significance probability value of 0.000. While the t-table value at df 69 and a significant level of 

5% is 1.994. The results of this calculation indicate that the calculated t value is greater than the t-

table value so that a decision can be taken that the alternative hypothesis (Ha) can be accepted and 

reject the null hypothesis (Ho), meaning that Organizational Culture (X2) partially has a significant 

effect on Employee Performance (Y). 

A strong organizational culture will help the company in providing certainty to all 

employees to develop together, grow and develop the institution. An understanding of the 

company's culture needs to be instilled from an early age in employees. If at the beginning of 

entering the workforce, they enter the agency with various characteristics and expectations that are 

different, then through training, orientation and self-adjustment, employees will absorb the culture 

of the company that will then develop into a group culture, and eventually be absorbed as a 

personal culture. If the process of internalizing corporate culture into personal culture has been 

successful, then employees will feel identical with their agencies, feel united and there are no 

obstacles to achieving optimal performance. This is a mutually beneficial condition, both for 

agencies and employees. 

The results of Pratiwi's research (2015) show that organizational culture influences 

employee performance. The same thing was stated by Musnadi et al. (2018), Marentek et al. 

(2018), and Aulia et al. (2022) where organizational culture influences employee performance. 

 

4. The Effect of Employee Engagement on Employee Performance 

From the results of the comparison of the regression coefficient values with the standard 

errorobtainedthe calculated t value for the influence of the Employee Engagement variable is equal 

to6,699at the limit of significance probability value of 0.004. While the t-table value at df 69 and a 

significant level of 5% is 1.994. The results of this calculation indicate that the calculated t value is 

greater than the t-table value so that a decision can be taken that the alternative hypothesis (Ha) can 

be accepted and reject the null hypothesis (Ho), meaning that Employee Engagement (X3) partially 

has a significant effect on Employee Performance. 

Humans become a unique asset, becauseis the only living asset so special treatment is 

needed to maintain its loyalty to the company. Employee engagement is one way to make 

employees have high loyalty. Employee engagement makes employees have higher loyalty thereby 

reducing the desire to leave the company voluntarily. Positive feelings and a high sense of 

enthusiasm towards work can be called 

with employee engagement. Employees who have high engagement tend tohave better 

performance because they have positive feelings and do not make their work a burden so that it will 

improve employee performance. The results of Piartrini's research (2020) found that employee 

engagement has an effect on improving employee performance. 

 
 

4. CONCLUSION 

Based on the discussion of the research results that have been described in the previous 

section, the following conclusions can be drawn: 

1) Integrity affects the Employee Performance of PT Bank Mandiri (Persero) Tbk Aceh 

Functional Office 
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2) Organizational Culture has no effect on Employee Performance of PT Bank Mandiri 

(Persero) Tbk Aceh Functional Office 

3) Employee Engagement has an effect on Employee Performance of PT Bank Mandiri 

(Persero) Tbk Aceh Functional Office 

4) Integrity, Organizational Culture, and Employee Engagement Affect Employee 

Performance of PT Bank Mandiri (Persero) Tbk Aceh Functional Office 
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