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   Abstract 

Facing the challenges of technological and millennial disruption of Bank Indonesia 

strengthens the mission of Bank Indonesia, one of which is realizing a digital-based central 

bank in policy and institutions through strengthening organizations, human resources, 

governance and reliable information systems, as well as a proactive international role. This 

research aims at investigating the relationship of Leadership, Organizational Culture, and 

Competence to Digital Transformation. Investigating the relationship of Digital 

Transformation to Employee Performance. As well as to investigate the relationship 

between Leadership, Organizational Culture, and Competence on Employee Performance 

through Digital Transformation as intervening variable. To solve the problems of this study 

Partial Least Square (PLS) analysis tool was employed using SmartPLS software. The 

result showed that Leadership, Organizational Culture and Competence influence Digital 

Transformation. Digital transformation affects employee performance. Leadership, 

Organizational Culture and Competence influence Employee Performance through Digital 

Transformation as an intervening variable. 
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1. Introduction 

 

Bank Indonesia strengthens the 

organization's mission to deal with 

technological disruption and 

millennial disruption, one of which is 

realizing a digital-based central bank 

in policy and institutions through 

strengthening organizations, human 

resources, governance and reliable 

information systems, as well as a 

proactive international role. Bank 

Indonesia is gradually implementing 

the Baldrige Excellence Framework 

(BEF) measurement that assesses the 

organization from the process aspect 

and the results aspect to lead to a 

superior performing organization. 

Bank Indonesia conducted a BEF trial 

in 2020 with a score of 441, namely 

the level of "Early Improvement". 

This achievement is quite good 

considering that the trial stage is still 

learning. The results of the trial 

confirmed Bank Indonesia's key 

strengths namely (a) innovation and 

agility for key and institutional 

policies, (b) strong synergy and 

collaboration with external and 

internal parties, (c) strong 

communication strategies to 
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safeguard policy objectives in 

accordance with the mandate of the 

Law, (d) the implementation of 

people, process, and technology 

aspects that are aligned, agile, and 

governed, and (e) internalized work 

culture programs. Leadership, 

Competence, Organizational culture 

are faced with the challenges of 

Digital Transformation which in the 

end it is hoped that the performance 

of Bank Indonesia DPU employees 

can improve. 

Previous studies have shown 

different results. Leadership is stated 

not to be important for employee 

performance by Hasyimmi and Elmi 

(2021), while Rumondor (2016), 

Astuti and Khasmir (2020) explain 

that leadership can improve employee 

performance. Ratnasari (2019) 

assessed that competence had an 

influence on employee performance, 

but Aprikristianti stated that there 

was no relationship. Organizational 

culture is explained as an important 

variable for employee performance 

by Fachreza (2018), but Ratnasari 

(2019) has a different opinion. The 

digital transformation described by 

Ying-Yu (2016) and Itani (2017) can 

improve performance, but Guzman-

Ortiz (2020) doubts this. Based on 

previous research and research gap, 

researchers are needed to conduct 

further research on Digital 

Transformation as an Intervening 

Variable on the Effect of Leadership, 

Competence and Organizational 

Culture on Employee Performance 

(Case Study: Money Management 

Department in Bank Indonesia). 

 

2. Review of Literature Review 

 

2.1. Leadership 

The theories of leadership as put 

forward by G.R. Terry (2014) and 

Asbari (2019) show that leaders are 

individuals who have higher 

positions in management. 

Leadership becomes a management 

tool to motivate groups to achieve a 

goal. This study uses leadership 

indicators described by Hamzah B. 

Uno (2010). 

 

2.2. Organizational Culture 

Nurzaimah (2016) and Lubis (2016) 

explain that corporate culture or 

management culture or also called 

organizational culture are dominant 

values that are widespread in 

organizations as employee work 

philosophies. According to Schein 

(2016) Organizational Culture is 

divided into three, namely external 

adaptation tasks, internal integration 

tasks, and basic underlying 

assumptions. 

 

2.3. Competence 

Competence is the skill of each 

individual that can be used to work. 

Moeheriono (2018) has the same 

opinion where competence is defined 

as a person's personality at work. 

This study uses the competency 

indicators contained in Law no. 05 of 

2014 concerning State Civil 

Apparatus, that competence is 

divided into 3 dimensions, namely 

technical competence, managerial 

competence   and   socio-cultural 

competence. 

 

2.4. Digital Transformation 

The theory developed by Young and 

Rogers (2019), Hinings (2018), 

Verhoef (2021), Hess (2016) 

describes digital transformation as 

the implementation of IoT in 

business processes. This study uses 

the theory described by Jesse 

(2018) to describe the dimensions 

of digital transformation. 

 

2.5. Performance 

Armstrong (2018) and Koopmans et 

al., (2014) explain that 

performance is the result of each 

individual in carrying out tasks. 

Management will use these results 

as a measurement of the performance 

of each individual in the 

organization. This study uses the 

performance dimensions described 

by Koopmans et al., (2014). 
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3. Methodology 

This study falls under the category of 

quantitative type with causal research 

design. The population used is the 

DPU Bank Indonesia Employee, with 

a total of 272 employees. The sample 

used is 162 employees calculated by 

the Slovin formula. To determine the 

sample of research subjects, the 

purposive sampling technique was 

used. Research data collection 

 

is done by collecting primary data. 

Primary data obtained directly from 

employees at the DPU Bank 

Indonesia. Primary data sources in 

this study were obtained through 

questionnaires distributed to 

respondents. The questionnaire will 

be designed using statements; 

therefore, the respondent only needs 

to choose the answer that is most 

suitable for the respondent's 

condition. The scale used to measure 

variables in this study refers to the 

Likert Scale. Each scale uses a scale 

of 1-5 answer categories, and each 

answer is assigned a score or weight 

between 1 to stand for the lowest 

level. The top level is 5. Then, the 

research’s data was analyzed using 

the Partial Least Square. 

 

4. Result 

 

4.1. Construct Validity 

All indicators have a loading factor 

value of more than 0.70. Overall 

indicators on Leadership variables 

have a high degree of validity, thus 

qualifying convergent validity 

(Figure 1). 

 

Table 1. Cronbach's Alpha, Composite Reliability and Average Variance 

Extracted (AVE) 

 Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

Organizational Culture 0.986 0.987 0.807 

Leadership 0.984 0.985 0.774 

Employee Performance 0.967 0.972 0.813 

Employee Competence 0.959 0.966 0.759 

Digital Transformation 0.982 0.984 0.864 

Source: SmartPLS Output 3.2.9 (2021) 

 

The value of Cronbach's Alpha on each variable in the study has a value of 0.70, 

hence the result of Chonbach's Alpha Valid. The value of Composite Reliability in 

each variable in this study has a value of > 0.70, so it can be stated the results of 

Composite Reliability Valid. The AVE value above > 0.5 in accordance with the 

opinion of Ghozali and Latan (2015), it can be stated that the value of the AVE test 

result has a valid data value of each variable. 

The results of the discriminant validity test in this model state that the model is 

feasible for further processing into hypothesis testing. The value of R-Square Value 

(R2) can be seen in Table 2 and Effect Size (F2) in Table 3. 

 

 

    Table 2. R-Square Value (R2) 

Variable R2 Information 

Employee Performance 0.662 Moderate 

Digital Transformation 0.739 Moderate 

Source: SmartPLS Output 3.2.9 (2021) 

 

 

Endogenous latent variables in structural models indicate that the moderate model 
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can be seen on Table 3. 

 

 
 

 

Figure 1. Loading Factor Value 

 

Table 3. Effect Size (F2) 

Variable 
Employee 

Performance 

Digital Transformation 

Organizational Culture  0.099 

Leadership  0.074 

Employee Competence  0.463 

Digital Transformation 1.959  

Source: SmartPLS Output 3.2.9 (2021) 

 

 

Based on Table 3 it can be seen that, 

each variable has an influence on 

each other, and is bound to each 

other. GoF value is 0.750237 from 

the calculation results then the GoF 

Index value falls into a large 

category. The model has a predictive 

relevance with a value of 0.745031 

which indicates that the model has 

predictive relevance. 

 

4.2. Structural Model Analysis 

 

    Table 4. Relationship Between Constructs (Bootstrapping Value) 

Relationship Between 

Constructs 

Original 

Sample 

(O) 

T 

Statistics 

P 

Values 

 

Result 

 

Conclusion 

Organizational Culture → 

Digital Transformation 
0.304 3.919 0.000 

(+) 

Significant 
Accepted 

Leadership → Digital 

Transformation 
0.093 2.079 0.036 

(+) 

Significant 
Accepted 

Competence of Employees 

→ Digital Transformation 
0.678 5.674 0.000 

(+) 

Significant 
Accepted 

Digital Transformation → 

Employee Performance 
0.814 15.155 0.000 

(+) 

Significant 
Accepted 
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Source: SmartPLS Output 3.2.9 (2021) 

 

 

Leadership has a real and 

positive influence on Digital 

Transformation. This is in line with 

the explanation from Kane (2016), 

Dahlstrom, Desmet, & Singer (2017) 

that digital applied by organizations 

depends on leadership. Digital 

transformation is not only the 

application of IoT but is more 

complex so that it requires a strong 

leadership role to be able to migrate 

large-scale to technology-based 

systems. The leadership at Bank 

Indonesia's DPU has supported the 

success of digital transformation. The 

digital mindset possessed can 

encourage employees to move 

towards the era of digital 

organizations that are able to serve 

the wider community and facilitate 

individual work. 

Organizational culture has a real 

and positive influence on Digital 

Transformation. Organizational 

culture can hinder or encourage the 

implementation of organizational 

change strategies and efforts. It is 

considered as one of the important 

elements of change in organizations 

(Alvesson & Sveningsson, 2015). 

The results of this study are 

supported by the explanations of 

Kane (2016) and White et al., 

(2017) organizational culture can be 

a variable that drives the digital 

migration process for the better. 

The condition of a conducive 

organizational culture that can 

build creativity and innovation is felt 

by the DPU of Bank Indonesia, so 

that the digital transformation 

process can face the existing 

challenges. 

Digital transformation has a real 

and positive influence on Digital 

Transformation. The results of this 

study are supported by explanations 

from Itani (2017), Stoeckli (2020), 

Pitoyo and Suharyanto (2019), digital 

tools are able to help management in 

business activities ranging from 

planning, control, work processes, 

to evaluation of work results. Bank 

Indonesia DPU employees can 

directly benefit from the digital 

transformation that is implemented 

so that they can support individual 

performance at work. Digital 

transformation has a design that can 

effectively streamline processes and 

efficiency. Bank Indonesia is 

implementing digitization of rupiah 

money management so that 

management is more secure with less 

human intervention at different 

levels according to money 

management needs. Automation in 

money storage and processing & 

MHE (Robotics & Mechanization): 

barcode scanner, racking system, 

warehouse management system 

(WMS), robotic palletizer, automated 

guided vehicle, automated storage & 

retrieval system (ASRS), automated 

packing system, automated feeder, 

and mechanization of means of 

transportation. 

Employee competence has a real 

and positive influence on Digital 

Transformation. Dahlstrom et al., 

(2017) explained that competence 

(knowledge and experience) is 

important in the digital 

transformation process. This is 

realized by the DPU of Bank 

Indonesia, so that employees are 

required to have developed digital 

competencies. Transformation of HR 

and Work Culture at the DPU of 

Bank Indonesia is directed at 

strengthening human resources who 

are innovative, professional, 

competent, and have noble character. 

This encourages the digital 

transformation process carried out 

by the DPU of Bank Indonesia. The 

basic competencies of Bank 

Indonesia DPU employees are 

considered good to fulfill information 

technology-based tasks, therefore 

employee competencies can 

influence digital transformation 

within the organization. 
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The magnitude of the influence of 

each indirect effect in this study has 

been summarized into the following 

table: 

 

Table 8. Indirect Effect Analysis Results 

Relationship Between 

Constructs 

Original 

Sample 

(O) 

T 

Statistics 

P 

Values 

 

Result 

 

Conclusion 

Employee Competency → 

Digital Transformation → 

Employee Performance 

 

0.248 

 

4.048 

 

0.000 
(+) 

Significant 

 

Accepted 

Organizational Culture → 

Digital Transformation → 

Employee Performance 

 

0.552 

 

4.684 

 

0.000 
(+) 

Significant 

 

Accepted 

Leadership → Digital 

Transformation → Employee 

Performance 

 

0.074 

 

2.076 

 

0.038 
(+) 

Significant 

 

Accepted 

Source: SmartPLS Output 3.2.9 (2021) 

 

Leadership has a real and positive 

influence on Employee Performance 

through Digital Transformation as an 

intervening variable. Bank 

Indonesia in its transformation has 

its own Seven Leadership Insights, 

namely love of BI, love of 

knowledge, strategic thinking, 

leading change, gaining 

commitment, love of God, love of 

family. The results of this study 

are supported by Prila and Elmi 

(2013) that employee performance 

can be influenced by leadership. The 

results of this study can provide a 

meaningful contribution to the body 

of literature and knowledge that 

develops in this field of study, 

especially in relation to Leadership 

on Employee Performance through 

Digital Transformation as an 

intervening variable. 

Organizational culture has a real 

and positive influence on Employee 

Performance through Digital 

Transformation as an intervening 

variable. Organizational culture has 

a close relationship with employee 

performance because organizational 

culture is one of the important 

factors in supporting the achievement 

of an organization's goals. 

Organizational culture as a set of 

meanings shared by members of 

the organization itself must be able 

to improve organizational 

performance through improving 

employee performance. The results 

of research by Muis et al., (2018) 

and Andayani & Tirtayasa (2019) 

support the results of this study 

where organizational culture has an 

influence on employee performance. 

Employee competence has a real 

and positive influence on Employee 

Performance through Digital 

Transformation as an intervening 

variable. Competence of human 

resources is an important asset in an 

organization. Bank Indonesia has 

many programs to support employee 

competency improvement which in 

turn can encourage better 

performance. The People aspect is a 

critical factor in the success of 

digital transformations (Westerman, 

2016). The digital competence of 

employees must meet the needs of 

the digital workplace, this fact in 

itself is an indication that supports 

the results of researchers where 

digital literacy of employees, the 

competencies needed for the 

development and application of 

digital technology can become 

possible to develop strategies and 

policies to overcome the scarcity of 

digital skills (Murawski & Bick, 

2017). 

 

5. Conclusion 

With this research, we discuss the 

variables of leadership, 
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organizational culture, competence, 

digital transformation, and employee 

performance. 

 The results of the study concluded 

that Leadership, Organizational 

Culture and Competence influence 

Digital Transformation. Digital 

transformation affects employee 

performance. Leadership,  

Organizational Culture and 

Competence influence   Employee 

Performance through Digital 

Transformation as an intervening 

variable. 
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