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ABSTRACT

This research is to find outThe influence of organizational climate, communication
competence and work motivation on the performance of North Sumatra Sharia Bank
employees in North Sumatra. This research uses quantitative methods, with a form of
descriptive research that processes data using the results of distributing questionnaires to
population samples, so as to obtain a significant relationship and a mutual tendency
towards the probability of error regarding the hypothesis being built. This type of
research approaches path analysis (path analysis). The results of this research are: 1.
Organizational climate has a direct positive effect on work motivation at Bank Sumut
Syariah in North Sumatra by 8%. 2. Communication competency has a direct effect on
work motivation at Bank Sumut Syariah in North Sumatra by 11.2%. 3. Organizational
climate has a direct effect on employee performance at Bank Sumut Syariah in North
Sumatra by 11.9%. 4. Communication competency has a direct effect on employee
performance at Bank Sumut Syariah in North Sumatra by 12.6%. 5. Work motivation has
a direct effect on employee performance at Bank Sumut Syariah in North Sumatra by
11%. 6. Organizational climate has an indirect effect on employee performance at Bank
Sumut Syariah in North Sumatra through work motivation of 1.5%. 7. Communication
competency has an indirect effect on employee performance at Bank Sumut Syariah in
North Sumatra through work motivation of 0.8%. Work motivation has a direct effect on
employee performance at Bank Sumut Syariah in North Sumatra by 11%. 6.
Organizational climate has an indirect effect on employee performance at Bank Sumut
Syariah in North Sumatra through work motivation of 1.5%. 7. Communication
competency has an indirect effect on employee performance at Bank Sumut Syariah in
North Sumatra through work motivation of 0.8%. Work motivation has a direct effect on
employee performance at Bank Sumut Syariah in North Sumatra by 11%. 6.
Organizational climate has an indirect effect on employee performance at Bank Sumut
Syariah in North Sumatra through work motivation of 1.5%. 7. Communication
competency has an indirect effect on employee performance at Bank Sumut Syariah in
North Sumatra through work motivation of 0.8%.

Keywords: Organizational Climate, Communication Competence, Work
Motivation, Employee Performance, Islamic Education
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A. INTRODUCTION

Organizations are built to achieve performance goals and stakeholder welfare. One of the
companies operating in the banking sector is PT Bank Sumut which is one of the tools/equipment of
regional autonomy in the banking sector. PT Bank Sumut has the function of activating and
encouraging the pace of development in the region, acting as regional cash holder and/or carrying out
regional money deposits. as well as as a source of regional income and as a Commercial Bank as
intended by Law no. 7 of 1992 which has been amended into Law no. 10 of 1998. The impact of the
crisis that hit Indonesia in all fields in 1997, including in the economic sector, resulted in many
companies going bankrupt, ultimately resulting in many private and government banks closing and
making mergers to save assets due to losses due to bad credit. Therefore, the government considers
PT Bank Sumut capable of getting back on its feet and considering the important role of PT Bank
Sumut in supporting development in the North Sumatra region, the government only includes PT
Bank Sumut among the recapitalized banks.

Improving employee performance is important considering changes in the direction of
government policy as desired by the spirit of reform to provide greater space for the community to
move in government and development activities where the government and its apparatus play a
greater role as facilitators. This change in policy direction has implications for the professionalism of
employees in responding to the challenges of the globalization era in facing competition. So
improving employee performance is a very important thing to pay attention to.

Performance can be explained through the theory put forward by Colquitt (2009) which
explains the Integrative Model of Organizational Behavior. This theory describes the relationship
between each topic and performance. This model also includes organizational climate, communication
competence and motivation, which capture the energetic forces that drive employee work efforts so it
is important to understand what factors enhance that performance.

Performance is a concrete work result that can be observed and measured within a certain
time span. According to Mangkunegara (2004) employee performance is the result of work in terms
of quality and quantity achieved by an employee in carrying out their duties in accordance with the
responsibilities given. Good performance is optimal performance, namely performance that meets
organizational standards and supports the achievement of organizational goals. The performance of
each individual activity is the key to achieving organizational goals. Performance can be interpreted
as a description of the level of achievement of the implementation of an activity or program as well as
policies in realizing the goals, objectives, mission and vision of the organization as stated in the
strategic plan of an organization.

Bank Sumut is one of several government agencies that has an obligation to provide services
to the community, especially in the financial sector. As one of the service provider elements in this
banking institution, the performance of employees at Bank Sumut plays a very strategic role in
achieving organizational goals in the future. The service quality of administrative staff will greatly
influence the overall performance of the agency.

For organizations that provide public services, of course employee performance can be seen
from how the organization provides services to the public (Wahyuningrum, 2008). Good service will
increase satisfaction so that it can influence the company's level of competitive advantage to be able
to win the competition. Below is presented data from a survey of employees from several types of
services within the Bank of North Sumatra as follows:
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Table 1. 2022 Customer Survey Results

N Respondent’s Answer
o Type of service Very Quite Less Not Not Amount
' satisfied satisfied satisfied satisfied answering
% o % o % o % o % © % Org
rg rg rg rg rg

Personnel department

1. | Employee Services 2344 [ 15 [ 4688 [30 1406 [9 [938 |6 [625 4 [100 |64

General Affair

2. | Secretarial Services/General

e ; 2656 | 17 | 28.13 18 | 14.06 9 12.50 8 18.75 12 | 100 64
Administration.

Operational Section

3. | Company Information

! 2188 | 14 | 20.31 13 | 29.69 19 | 18.75 12 | 9.38 6 100 | 64
Services.

4. | Services for Facilities and
Infrastructure ~ Supporting | 43.75 | 28 | 26.56 | 17 | 1406 |9 9.38 6 6.25 4 100 | 64
Operational Activities.

Source: 2022 Customer Satisfaction Survey (Data processed).

From Table 1., it can be seen that the services provided have not shown optimal results. This
can be seen from the answers given by respondents to several types of services, such as from the
personnel section with 64 respondents showing that 9 respondents felt dissatisfied, 6 people felt
dissatisfied and 4 felt very dissatisfied with employee services. For the general survey with a sample
of 64 people, it showed that 9 respondents felt dissatisfied, 8 people felt dissatisfied and 12
respondents felt very dissatisfied with the services provided. This phenomenon of course illustrates
that there are still problems with employee performance which can be influenced by organizational
climate, communication competence and work motivation.

Organizational climate is the perception of organizational members (individually or in
groups) and those who are in regular contact with the organization regarding what exists or happens in
the organization's internal environment on a regular basis, which influences the attitudes and behavior
of the organization and the performance of organizational members which then determines
organizational performance (Wirawan, 2008:122). Climate is related to perception. This means that
the description of climate conditions is related to how individuals interpret events or characteristics
that are encountered or occur in their organization's work environment. The existence of individual
differences certainly influences perception, so this perception is subjective, where interpretations of
climate conditions can occur. This difference is clearly visible between management and employees
or management and employees and other administrative staff. Leaders as dominant actors in shaping
and influencing the overall organizational climate (both through leadership and the methods applied in
managing the organization), will of course subjectively give a certain perception about the climate of
the organization they lead. For example, leaders will say that the organizational climate is open to the
democratization of organizational life. On the other hand, employees and administrative staff may
find the climate less open. Leaders as dominant actors in shaping and influencing the overall
organizational climate (both through leadership and the methods applied in managing the
organization), will of course subjectively give a certain perception about the climate of the
organization they lead. For example, leaders will say that the organizational climate is open to the
democratization of organizational life. On the other hand, employees and administrative staff may
find the climate less open. Leaders as dominant actors in shaping and influencing the overall
organizational climate (both through leadership and the methods applied in managing the
organization), will of course subjectively give a certain perception about the climate of the
organization they lead. For example, leaders will say that the organizational climate is open to the
democratization of organizational life. On the other hand, employees and administrative staff may
find the climate less open.

If we look at the organizational climate of Bank Sumut Syariah, it does not yet reflect the
creation of good organizational communication, this is characterized by the egocentrism of each
employee in their work, such as the lack of service to customers, the intensity of discussions is very
minimal. This happens because the office situation is influenced by boredom and boring conditions.
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Humans as social creatures always need other humans in their lives. Apart from that,
humans also need information for survival. To get information, you need to look for it by
communicating. Communication is something that humans often do. In everyday life, communication
is used to interact between one individual and another. Communication can be done anywhere, such
as at home, campus, company, organization and others. The communication process is basically the
process of conveying messages. In the communication process, the content of the message can be
information, children's need for information is a very important need in various human activities.

The occurrence of interactions between humans shows that the communication process is
occurring. It is important to remember that communication adheres to laws that are fundamentally
similar to physical laws. If we deconstruct communication into communication elements as one might
separate a process in physics, then both appear to follow rules that can be studied and identified
(Haverkampf, 2019).

Communication, which was originally a social phenomenon, later became an independent
academic discipline. Communication is considered very important, in connection with the social
impacts that become obstacles to the benefit of humanity due to technological developments.
Communication is also a very basic social process, because every human being in his life always
wants to maintain an agreement regarding various social rules through communication.

Effective communication requires applicable training to educate a person about
communication barriers, to equip them with effective communication skills and strategies. This is
only achieved through dialogue, the interpersonal environment, and certain verbal and nonverbal
communication skills. In-service training on effective communicative techniques will definitely have
a positive impact on performance (Kirca & Bademli, 2023).

The importance of communication for humans cannot be denied, and the same is true for an
organization. With good communication, an organization can run smoothly and successfully.
Likewise, if the communication is not good, the wheels of the organization will not run smoothly.
Organizational communications tend to be selected based on their theoretical relevance, inherent
interest, or sheer availability (Bisel, et al, 2020).

Communication provides something to other people with certain contacts or by using a tool.
A lot of communication occurs and takes place, but sometimes it does not reach the target of what is
being communicated. If the communication goal is not achieved, it is possible that there is poor
communication between the sender of the message and the recipient of the message. Because
delivering a good message will have a good effect too. In realizing the achievement of effective
messages, of course various methods must be used. For example, in conveying policies, a message
delivery strategy can be formulated by initiating direct meetings, group discussions and so on.

The application of communication can occur in various places such as offices, companies
and government. Managers who are unable to communicate what work is being done will not be
successful in getting the job done. Conversely, if employees are unable to communicate freely with a
manager, then the information necessary to manage successfully will be hindered. Without
communication within an organization, management activities will not run and organizational goals
will not be achieved. Therefore, organizational communication is very important to achieve
organizational goals. Organizational communication is needed in every organization, whether public,
private or private.

Based on ministerial regulations in the State of Empowerment of State Apparatus and
Bureaucratic Reform Number 29 of 2011 concerning guidelines for organizational communication
within government agencies, organizational communication is the process of creating or exchanging
organizational messages in a network of relationships that depend on each other, both formal and
informal to overcome uncertain or ever-changing environments in order to achieve the vision, mission
and goals of government agencies. Communication within government organizations is a means to
achieve the goal, namely providing quality public services. Therefore, communication within public
organizations must be maintained because communication is a necessity for an organization to
achieve organizational goals.

Likewise, in society, good communication is very necessary for an organization, in this case
a company, to create a good communication culture. Competence is also an important factor for
someone to be able to communicate well. Not only that, having good communication competence will
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also create communication quality, for example the quality of communication between employees will
of course affect the environment and work quality.

In organizational communication there is vertical communication and horizontal
communication, this includes communication from superiors to subordinates, subordinates to
superiors, and communication between colleagues or fellow employees. The three things above are
very important for the sustainability of an organization or company. If the relationship between the
three is created in harmony, it will create a comfortable work environment and can improve employee
performance. However, if the three of them do not communicate well, this will also affect employee
performance. A good organizational climate is of course created because of good communication that
exists between divisions within a company.

Apart from organizational climate and communication competence, of course there are other
factors that influence this, such as work motivation which is still not optimal. Human resources in an
organization are a crucial aspect that determines the effectiveness of an organization. For this reason,
organizations must take appropriate managerial steps in recruiting, selecting and maintaining high
work motivation to avoid a decline in performance. Motivation greatly influences employee
performance, because in general employees will have high performance if the company supports the
implementation of their duties. Because good work support will influence the implementation of
employee duties in a company. In order to support the implementation of employee work,

Therefore, today work motivation plays a role in most aspects of a company's business, from
new product development to sales and service support, from providing market information to data for
decision analysis. For a company, the ability to take information from various systems and make it
widely accessible to managers and employees is very important.

Likewise, what was found at Bank Sumut Syariah was that there was no optimization of the
use of work maotivation which could improve employee performance so as to form a good
organizational climate and communication competence. In response to this, the researcher felt it was
important to conduct research with the dissertation title "The Influence of Organizational Climate,
Communication Competence and Work Motivation on Employee Performance at Bank Sumut Syariah
in North Sumatra".

B. LITERATURE REVIEW
Performance
Performance is optimal achievement in accordance with one's potential so that results are
achieved as determined. This performance describes the extent of a person's activities in carrying out
tasks and trying to achieve goals.

Organizational Climate

Organizational climate is a collection and environmental patterns that determine the
emergence of motivation and focus on perceptions that make sense or can be assessed, so that they
have a direct influence on the performance of organizational members.

Communication

Communication competency basically describes a person's ability to communicate
effectively with other people, describes how a person can interact adequately, appropriately, and can
achieve the expected goals.

Motivation

Motivation is one of the things that influences human behavior. Motivation is also called a
driver, desire, supporter or need - a need that can make someone enthusiastic and motivated to reduce
and fulfill their own impulses, so that they can act and act in certain ways that will lead to the optimal
direction.

The relationship between Islamic education-based employee performance

The relationship between Islamic education-based employee performance can be influenced
by several factors. However, it is important to remember that employee performance does not only
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depend on their religion or Islamic education. Many other factors such as ability, motivation, work
environment and management also play an important role in determining an employee's performance.
Here are some things to consider in this connection:

1. Islamic Religious Education: Islamic religious education can have a positive impact on
an employee's ethical and moral values. This can affect their behavior and work ethics.
Employees who have an Islamic religious education may be more likely to be honest,
trustworthy, and have a strong sense of ethics.

2. Motivation: Motivation is a key factor in employee performance. For individuals who
have an Islamic education background, their motivation may be driven by religious
values, such as the desire to do a good job as a form of worship or the motivation to
contribute positively to society.

3. Work Environment: A work environment that is supportive and inclusive of all religions,
including Islam, will have a positive impact on the performance of employees with
Islamic religious education. This includes recognizing and respecting the special needs of
employees who wish to practice their religion.

4. Skill Development: Islamic religious education may also play a role in the development
of communication, leadership, and time management skills needed to achieve good
performance. Values such as fairness, hard work, and a positive attitude towards work
can also be reinforced through Islamic religious education.

5. Management and Leadership: Wise management and good leadership can also affect
employee performance. Managers who understand and respect their employees' Islamic
religious beliefs are more likely to create a supportive environment and motivate
employees to perform well.

6. Diversity and Inclusivity: It is important to create an inclusive work environment where
all employees, including those with Islamic education, feel accepted and respected. This
will increase their happiness, motivation, and productivity.

Again, it is important to remember that the relationship between Islamic education and
employee performance is complex and influenced by many factors. Each individual is unique, and
their performance is influenced by various aspects of their lives, including their education, values,
motivation, and work environment.

C. METHODS
Place and time of research
This research was conducted at Bank Sumut Syariah in North Sumatra, and the research
period was carried out from September 2022 to February 2023.

Research methods
This research was conducted using quantitative methods. The model used is a path analysis
model or often called a cause and effect relationship pattern.

Population and Sample

In this research, the population is all employees of Bank Sumt Syariah in North Sumatra,
totaling 202 people. The sample is about 36% of the entire population, then: 36% x 202 x 1.195 =
86.9004 people. Thus, the number of samples is 87 people.

Variables and Operational Definitions

In this research there are four variables, three independent variables, namely: Organizational
climate, Communication Competence, and Work Motivation. Meanwhile, the dependent variable is
employee performance.

Data analysis technique

There are two data analysis technigques used in this research, namely descriptive analysis and
inferential analysis.
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D. RESULTS AND DISCUSSION
The results of testing the analysis requirements show that the data for each research variable
has met the requirements for statistical hypothesis testing and research hypothesis testing. Before
testing the hypothesis, a correlation analysis between variables is first carried out. In Table 4.2
research correlations are presented.

Table 2. Correlation Between Research Variables

Variable X1 X2 X3 X4
X1 1,000 0.108 0.319 0.269
X2 1,000 0.365 0.214
X3 1,000 0.409
X4 1,000

Information:

X1 = Self concept

X2 = Communication competency
X3 = Work motivation

X4 = Employee performance

The hypothesis proposed in testing the correlation between variables is:
Ho:r<0
Ha:r>0

Test criteria reject Ho if tcount < ttable and accept Ha if tcount > ttable at a = 0.05.

The summary of the path coefficient estimation results for the research variables presented
in Table 3. below shows that all path coefficients are significant. A description of the results of the
calculations that have been carried out using path analysis on the research hypothesis is described as
follows.

Table 3. Summary of Path Coefficient Estimates

Variable Coefficient | tcount ttable Results
P31 0.283 3,102 1,670 Means
P32 0.334 3,661 1,670 Means
pa1 0.154 1,954 1,670 Means
pa 0.076 1,815 1,670 Means
P43 0.332 3,558 1,670 Means

Based on the path coefficient values obtained from the calculation results, the path diagram
can be depicted as follows.

€= 0.888 e,=0.898
X1
p41= 0.154
p21= 0.108 X3 Pag= 0.332 X4
32= 0.334
p42: 0.076
X2

Figure 1. Research Path Diagram
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Information :

X1 = Organizational climate

X2 = Communication competency
X3 = Work motivation

X4 = Employee performance

€= Influence of other factors

The goodness-of-fit test is intended to test whether the proposed model fits the data or not.
From the calculation results obtainedycount= 0. Resultycount= 0 consulted withytablefor d = 1,
namely 3.84. Thereforeycount<ytable(0 > 3.84), it is concluded that the path analysis model as a
whole is significant. This indicates that the proposed model is suitable (acceptable).

Hypothesis Testing 1
The hypothesis proposed is:

P31 : Direct Influence of Organizational Climate (X1) on Work Motivation (X3)
Ho tpas<0
Ha . p3> 0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o= 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 3.102 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p31 > 0, meaning that the path coefficient
from organizational climate to work motivation is 0.283, which is significant at the a = 0.05 level. In
other words, the results of the analysis provide information that organizational climate has a direct
effect on employee work motivationBank Sumut Syariah in North Sumatra.

The findings of this research indicate that the direct influence of organizational climate on
work motivation is 8%. This illustrates that organizational climate influences teacher work
motivation. If seen from the trend level, the organizational climate is still classified as moderate,
namely 58.621%.

Even though the magnitude of the influence is relatively small, this finding has empirically
shown and proven thatThe hypothesis proposed is that the higher the organizational climate, the
higher the work motivation.

Furthermore, these findings support the theory put forward by Benardin and Russell
(1993:40) explaining that the determining factor for the size of performance is behavior. As well as
Gomes (2003: 160) who explains the factors that influence performance, including behavior.

So, the findings of this research, namely: Organizational climate directly has a significant
positive effect on employee work motivation is in accordance with the research results and theories
referred to.

Hypothesis testing 2
The hypothesis proposed is:

P32 : Direct Influence of Communication Competence (X2) on Work Motivation (X3)
Ho D p3=< 0
Ha I p32> 0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o = 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 3.661 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p32 > 0, meaning that the path coefficient
of fromCommunication competence on work motivation is 0.334 and is significant at the o = 0.05
level. In other words, the results of the analysis provide information that communication competence
has a direct effect on the work motivation of Bank Sumut Syariah employees in North Sumatra.

The results of this research show that the direct influence of communication competence on
work motivation is 11.2%. This illustrates that communication competence influences teacher work
motivation. If seen from the trend level, communication competence is still classified as moderate,
namely 62.069%.
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So, the findings of this research, namely: Communication competence directly has a
significant positive effect on employee work motivation, which is in accordance with the research
results and theories referred to.

Hypothesis testing 3
The hypothesis proposed is:

P4t : Direct Influence of Organizational Climate (X1) on Employee Performance (X4)
Ho Cpus0
Ha L par> 0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o= 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 1.954 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p41 > 0, meaning that the path coefficient
from self-concept to employee performance is 0.154, which is significant at the o = 0.05 level. In
other words, the results of the analysis provide information that the organizational climate has a direct
influence on the performance of Bank Sumut Syariah employees in North Sumatra.

The results of this research show that the direct influence of organizational climate on
employee performance is 11.9%. If seen from the trend level, the organizational climate is still
classified as moderate, namely 58.621%.

The findings of this research support the theory put forward by Castetter (1981:281) who
argues that in general there are three main sources that influence whether a person's performance is
effective or not, namely individual factors, organizational factors and environmental factors which
include organizational climate.

Improving a positive organizational climate takes time and commitment. It is important to
be consistent in implementing these efforts to create a work environment that supports and encourages
better employee performance.

Hypothesis testing 4
The hypothesis proposed is:

P42 : Direct Effect of Communication Competence (X2) on Employee Performance (X4)
Ho Dpaz<0
Ha D paz> 0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o = 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 1.815 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p42 > 0, meaning that the path coefficient
from communication competence to employee performance is 0.076 and is significant at the o = 0.05
level. In other words, the results of the analysis provide information that communication competence
has a direct effect on the performance of Bank Sumut Syariah employees in North Sumatra..

The results of this research show that communication competence has a direct effect of
12.6% on employee performance. If seen from the trend level, communication competence is still
classified as moderate, namely 62.069%.

The findings of this research support the theory used as the basis for proposing a theoretical
model of research variables, namely the Colquitt Organizational Behavior Integration Model (2009:8)
which explains that communication competence as part of Ability has a direct effect on performance.

So, the findings of this research, namely: Communication competence directly has a
significant positive effect on employee performance, which is in accordance with the research results
and theories referred to.

Hypothesis testing 5
The hypothesis proposed is:

P43 : Direct Influence of Work Motivation (X3) on employee performance (X4)
Ho Dpaz<0
Ha : paz> 0
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Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o= 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 3.558 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p43 > 0, meaning that the path coefficient
from work motivation to employee performance is 0.332, which is significant at the oo = 0.05 level. In
other words, the results of the analysis provide information that work motivation has a direct effect on
the performance of Bank Sumut Syariah employees in North Sumatra.

Work motivation has a direct effect of 11% on employee performance. If seen from the level
of work motivation tendencies, it is still classified as moderate, namely 78.161%.

The findings of this research support the theory used as the basis for proposing a theoretical
model of research variables, namely Colquitt's Organizational Behavior Integration Model (2009:8)
which explains that work motivation as part of motivation has a direct effect on performance.

Increasing work motivation is an ongoing task. It is important to continuously monitor
employee motivation levels and adapt to changes in situations or individual needs. By implementing
these various efforts, organizations can create an environment that motivates employees to achieve
higher performance.

So, the findings of this research, namely: work motivation directly has a significant positive
effect on employee performance is in accordance with the research results and theories referred to.

Hypothesis testing 6
The hypothesis proposed is:

P42 . Indirect Influence of Organizational Climate (X1) on employee performance (X4) through
work motivation (X3)

Ho D pa13<0

Ha iparz>0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o= 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 1.815 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p41.3 > 0, meaning that the path coefficient
from organizational climate to employee performance through teacher work motivation is 0.076 and is
significant at the a = 0.05 level. In other words, the results of the analysis provide information that
organizational climate has an indirect effect on employee performance through work maotivation, the
amount of influence given is 1.5%.

The findings of this research support the theory used as the basis for proposing a theoretical
model of research variables, namely Colquitt's Organizational Behavior Integration Model (2009:8)
which explains that organizational climate has a direct effect on performance through motivation.

Hypothesis testing 7
The hypothesis proposed is:

P42 - Indirect Effect of Communication Competence (X1) on employee performance (X4) through
work motivation (X3)

Ho Dpa23=0

Ha : 423> 0

Test criteria: reject Ho if tcount < ttable and accept Ha if tcount > ttable at o= 0.05 and dk =
85 is 1.670. From the calculations, it is found that tcount > ttable, namely 1.815 > 1.670, so Ho is
rejected. The results of testing the research hypothesis are p42.3 > 0, meaning that the path coefficient
from communication competence to employee performance through work motivation is 0.076 and is
significant at the a = 0.05 level. In other words, the results of the analysis provide information that
communication competence has an indirect effect on employee performance through the work
motivation of Bank Sumut Syariah employees in North Sumatra., the magnitude of the influence
given is 0.8%.

The findings of this research support the theory used as the basis for proposing a theoretical
model of research variables, namely Colquitt's Organizational Behavior Integration Model (2008: 8)
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which explains that communication competence has a direct effect on performance through
motivation.

Meanwhile, the total influence exerted by organizational climate, work motivation
communication competence together on the performance of Bank Sumut Syariah employees in North
Sumatra is 35.5% while the remaining 64.5% comes from the influence of other variables outside the
variables used in this research.

Thus, the research results through testing the seven proposed research hypotheses have
found a theoretical model of employee performance at Bank Sumut Syariah in North Sumatra which
describes the structure of the causal relationship between the variables of communication competence,
organizational climate and work motivation on employee performance along with the accompanying
dimensions and indicators as follows. following:

E. CONCLUSION

Based on the research results described in Chapter 1V, it can be concluded:

1. Organizational climate has a direct positive effect on work motivation at Bank Sumut
Syariah in North Sumatra by 8%.

2. Communication competency has a direct effect on work motivation at Bank Sumut
Syariah in North Sumatra by 11.2%.

3. Organizational climate has a direct effect on employee performance at Bank Sumut
Syariah in North Sumatra by 11.9%.

4. Communication competency has a direct effect on employee performance at Bank Sumut
Syariah in North Sumatra by 12.6%.

5. Work motivation has a direct effect on employee performance at Bank Sumut Syariah in
North Sumatra by 11%.

6. Organizational climate has an indirect effect on employee performance at Bank Sumut
Syariah in North Sumatra through work motivation of 1.5%.

7. Communication competency has an indirect effect on employee performance at Bank
Sumut Syariah in North Sumatra through work motivation of 0.8%.
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