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Abstract. Fierce competition in the banking industry requires companies to out-
perform and innovate to survive and evolve. As a driving force for a company,
human resources have to play the most important role and work well to help
the company achieve its goals. This research aims to analyze the relationship
among cause and effect from the independent variables: transformational lead-
ership, workloads, and competence, and the dependent variable: employee per-
formance from the SME Relationship Manager of Bank BNI Territorial Office
01 North Sumatera. Data collection was conducted by a questionnaire distributed
directly to all employees. The statistical method used was the multiple regres-
sion method. The result of this research showed that transformational leadership,
workload, and competence have a positive and compelling impact on employee
performance and all the independent variables have a partial effect and simultane-
ously influence employee performance from SME Relationship Manager of Bank
BNI Territorial Office 01 North Sumatera.

Keywords: Transformational Leadership ·Workload · Competence · Employee
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1 Introduction

Fierce competition in the banking industry requires companies to outperform and inno-
vate to survive and evolve. As a driving force for a company, human resources have
to play the most important role and work well to help the company achieve its goals.
Bank BNI Territorial Office 1 North Sumatera is one of the subsidiaries of PT. Bank
Negara Indonesia (Persero). Each BNI office has an SME Relationship Manager whose
part of its duties or responsibility is to distribute and maintain its SME (Small Medium
Enterprise) lending segment. To progress the quality of its workers, Bank BNI features a
execution administration framework to assess their execution, such as efficiency, client
connection, engagement, capacity, and aptitudes. In an institution, the administration
figure plays a crucial part because the pioneer plays a part in progressing and directing
the institution to attain its objectives. The authority characteristics are for the most part
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in line with transformational administration, to be specific a administration that can spur
and mobilize and shows the capacity to be dexterous in each circumstance. Other than
administration, another calculate is workload. The workload is one perspective that each
company, counting Bank BNI must consider since workload can influence representa-
tive efficiency. The final calculate is representative competence; competence is the set of
irrefutable characteristics and abilities that empower and make strides the productivity
or execution of a work. Human assets are imperative for institutional greatness and act
as the most calculate in accomplishing expected.

Worker execution is anticipated to progress with organization destinations, a great
administration fashion from the pioneer, a corresponding workload, and solid compe-
tence [1]. Execution is characterized as a person’s by and large success in carrying out
exercises over a period of time in comparison to work measures, targets, or criteria
that have been set up in progress [2]. Based on the background above, this research
aims to analyze the influence of transformational leadership, workload, and competence
on SME Relationship Manager Performance at Bank BNI Territorial Office 1 North
Sumatera transformational leadership consists of two words: leadership, which means
someonewho directs and coordinates, and transformational, which comes from the word
to transform, meaning changing one form to another.

Bass and Avolio [3] revealed that transformational leadership is a leadership model
to improve human resources, and the relationship the leader’s effect on subordinates
can be measured, with indicators of trust, admiration, loyalty, and respect for the leader,
trying to motivate followers to do something more in order to achieve performance.

Kendra [4] defined transformational leaders as leaders who dominate the situation
by conveying a clear vision of the group’s goals, enthusiasm for work, and the ability
to make members feel recharged and energized. It can be seen that transformational
authority may be a pioneer who gives individualized thought and mental incitement to
subordinates or supporters. With transformational administration, devotees feel believe,
adoration, devotion, and regard for the pioneers and are spurred to do more than was at
first anticipated.

Workload is a consequence of the activities given to employees; it is a difference
among the capacity or ability of workers and the demands of the work that must be faced
[5]. Workload is the result of the interplay among job demands, the work environment
in which it is employed as a workplace, worker skills, behavior, and perceptions [5].

Spencer [6] suggested that competence alludes to the fundamental characteristics
of behavior that portray the thought processes, individual characteristics, self-concept,
values, information, or abilities brought by a predominant entertainer at work. Gaol [7]
argued that the quality of an institution’s employees determines its prosperity. According
to some experts, the formula competence = performance would result in a person’s
performance. Performance is the result of a process measured over a certain period
based on pre-determined terms or agreements. According to Armstrong in Edison [8],
Person and group execution are created through execution administration, which may
be an efficient method for progressing organization execution. Execution alludes to a
person’s capacity to total assignments, the work that comes about that an individual or
bunch of individuals in an institution can accomplish in agreement with their particular
specialists and responsibilities, or how an individual is anticipated to operate and carry on
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Fig. 1. Conceptual Framework.

in understanding with the errands that have been doled out to him, as well as the amount,
quality, and time went through on the errand. Within the endorsed employments, each
representative has shifted work capacities [9].

Performance encompasses more than just achieving goals; it also includes other
factors.According to Prawirosentono [10],work that an individual or group of people can
accomplish in an institution determines performance. It means abiding by all authority
and responsibilities, achieving the institution’s goals lawfully, without breaking the law,
and in compliance with morals and ethics [11].

The conceptual framework explains the thinking flow in research [12]. The concep-
tual framework is prepared as a guide in researching so that research has a corridor in
finding answers according to the formulation of research problems. The research concept
framework is presented in Fig. 1.

The following is the formulation of this research hypothesis, based on the research’s
conceptual framework:

H1: Employee performance is positively impacted by transformational leadership, work-
load, and competence all at the same time. H2: Transformational leadership affects
employee performance in a favorable and compelling way. H3: Workload has a com-
pelling and favorable impact on employee performance. H4: Employee performance is
influenced by competence in a favorable and persuasive way.

2 Research Methods

This study is quantitative research conducted at Bank BNI Territorial Office 1 North
Sumatera in Medan city. The population in this research was all SME Relationship
Managers at Bank BNI Territorial Office 1 North Sumatera, with a total number of the
population was 42 respondents. The basic data came from the Likert scale questionnaires
that were provided.

Valid indicators are indicators that have a small level of error. Substantial implies
that the instrument can be utilized to degree what ought to be measured [13]. Based on
the data collected from 42 respondents, the validity test results show that all statement
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items show that Pearson correlation at a compelling level above 0.05, so the critical value
is considered valid and can be used in research.

The reliability test is a measure that shows how high an instrument can be trusted or
reliable, meaning that reliability concerns the accuracy (in the sense of being consistent)
of measuring instruments [14]. Another meaning is that if the same set of objects is
measured many times with the same measuring instrument, the same result will be
obtained. Based on the data collected from 42 respondents, the results of the reliability
test show that the averageCronbach alphavalue is above0.6 for all the variables, it implies
that the instrument utilized to degree the fourth variable is considered dependable and
can be utilized to degree each variable in this inquire about.

3 Results and Discussion

Table 1 shows the multiple regression test with the expected model is:

Y = f(β1X1+ β2X2+ β3X3)

Y = 5.177+ 1.528X1+ 2.111X2+ 1.289X3+ ε

The constant 5.177 means that if transformational leadership (X1), workload (X2),
and competence (X3) have no value, then employee performance (Y) has a value of
5.177. Transformational leadership (X1) has a value of 1.528, meaning if the other
independent variables are ignored, and transformational leadership (X1) increases by 1
point or 1%, then employee performance (Y) will increase by 1.528 per 1 point/1%. The
positive coefficient means a positive relationship among X1 and Y. The higher the X1,
the greater the Y.

Workload (X2) has a value of 2.111, meaning if the other independent variables are
ignored, and workload (X2) increases by 1 point or 1%, then employee performance
(Y) will increase by 2.111 per 1 point/1%. The positive coefficient means a positive
relationship among X2 and Y, and the higher the X2, the greater the Y. Competence
(X3) has a value of 1.289, meaning if the other independent variables are ignored, and
competence (X3) increases by 1 point or 1%, then employee performance (Y) will
increase 2.111 per 1 point/1%. The positive coefficient means a positive relationship
among X3 and Y, and the higher the X3, the greater the Y.

Table 1. Multiple Regression

Model Unst Coeff Stand. Coeff

B Std Error Beta

1 Constant 5,177 3,088

Leadership 1,528 1,059 0,613

Workload 2,111 0,114 0,054

Competence 1,289 1,061 1,496
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Table 2. F-Test

Mean F Sig.

194,689 89,612 0,000

2,173

Table 3. t-Test

Model t Sig

1 Constant 1,677 -

Leadership 0,498 0,001

Workload 0,981 0,001

Competence 1,215 0,003

Table 4. Kolmogorov-Smirnov Test.

Normality Test Asymp. Sig

Regression Equation 0,771

Table 2 shows that F-value is 89.612 with a compelling probability of 0.000, where
the significance probability value is smaller than 0.05. Thus, the first hypothesis states
that “Transformational leadership, workload, and competence simultaneously affect
employee Performance” is accepted. The conclusion is that the transformational lead-
ership (X1), workload (X2), and competence (X3) variables simultaneously have a
compelling effect on Employee Performance (Y).

Table 3 shows that the regression coefficient value of transformational leadership has
a sig value of 0.001, this value is smaller than 0.05 or the value of sig< α, this means that
the research hypothesis states, “transformational leadership partially affects employee
performance” is accepted. The regression coefficient value of workload has a sig value
of 0.001; this value is smaller than 0.05 or the value of sig < α, this means that the
research hypothesis, which states “workload partially affects employee performance” is
accepted. The regression coefficient value of competence has a sig value of 0.001, this
value is smaller than 0.05 or the value of sig< α, this means that the research hypothesis,
which states “competence partially affects employee performance” is accepted.

Table 4 shows that the Kolmogorov-Smirnov value for all the above regression
equations is 0.771 with a compelling (>0.05). From these results, it can be said that
the residual data in this research is normally distributed.



The Influence of Transformational Leadership, Workload 677

4 Conclusion

Employee performance is influencedby transformational leadership,workload, and com-
petency all at the same time. The impact of transformational leadership on employee
performance is vital; if the consequence of transformational leadership ismanaged effec-
tively, SME RelationshipManager performance at Bank BNI Territorial Office 01 North
Sumatera will also improve.

Workload substantially benefits employee performance; as the workload grows, so
does employee performance. This is followed by transparency regarding the workload
assigned and the potential incentives for employees. The performance of the SME Rela-
tionship Manager at Bank BNI Territorial Office 01 North Sumatera can be improved if
workloads are well handled.

Competence has a strong positive impact on employee performance; as compe-
tence improves, employee performance improves as well. Because competency-based
employee development is a form of concern and recognition by the company or lead-
ership to employees who show workability, craft, compliance, and work discipline, the
company should develop competency-based employees to improve SME Relationship
Manager performance at Bank BNI Territorial Office 01 North Sumatera.
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