LAMPIRAN

Lampiran 1 Kuisioner Penelitian

KUESIONER

Pengaruh Anxiety, IT Capability, Dan Trust Terhadap Kinerja Karyawan Dengan
Intension to Leave Sebagai Variabel Intervening Pada Pada PT BPR Bank Jombang
Perseroda
(D1 isi oleh karyawan)

Kepada Yth. Bapak/Ibu

Sebagai salah satu syarat menyelesaikan studi S2 Manajemen, saya melakukan
penelitian mengenai Pengaruh Anxiety, IT Capability, Dan Trust Terhadap
Kinerja Karyawan Dengan Intension to Leave Sebagai Variabel Intervening
Pada Pada PT BPR Bank Jombang Perseroda

Saya memohon kesediaan bpk/ibu untuk mengisi kuesioner ini. Pengisian kuesioner
penelitian ini semata-mata untuk tujuan ilmiah dan pengembangan ilmu
pengetahuan, semua jawaban dan pendapat saudara akan dirahasiakan oleh
peneliti.

Petunjuk Pengisian:

Pilihlah jawaban yang saudara anggap paling memenuhi persepsi saudara, dan berilah
tanda thick mark (\) pada jawaban yang sesuai di kolom yang telah di sediakan

1. Sangat tidak setuju (STS)
2. Tidak setuju (TS)
3. Netral (N)

4. Setuju (S)

5. Sangat setuju (SS)

IDENTITAS RESPONDEN:

a. Nama e (boleh tidak diisi)
b. Jenis kelamin : 1. Pria 2. Wanita

c. Umur e Tahun

d. Bagian L e

e. Unit Kerja e
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No

PERNYATAAN

STS |TS|N | S

SS

I. Variabel Kecemasan (Anxiety)

a. Ancaman perasaan takut (cemas) pada masa yang akan datang

1.

Saya tidak merasa khawatir tentang apa
yang akan terjadi di masa depan

2. | Saya yakin dengan kemampuan saya
b. Ancaman penyelamatan diri dari perasaan—perasaan terancam.
3. | Saya merasa tidak ada ancaman dari
lingkungan perkerjaan
4. | Saya merasa ada perlindungan dari

ancaman yang saya alami.

¢. Kecemasan yang timbul akibat pengambilan keputusan.

5. | Saya tidak cemas terhadap kebijakan
yang ada
6. | Saya tidak cemas terhadap apa yang

terjadi di lingkungan kerja

d. Pengaktifan kembali trauma yang sebelumnya.

7. | Saya berusaha untuk menggunakan
pengalaman buruk sebagai
pembelajaran.

8. | Saya berusaha untuk memotivasi diri

dari trauma yang saya alami.

e. Merasa bersalah dan takut menghadapi h

ukuman.

9. | Saya berusaha memperbaiki atas
kesalahan yang pernah saya lakukan.
10. | Saya selalu mempertimbangkan

konsekuensi atau hukuman atas
tindakan yang saya lakukan

I1. Variabel Kapabilitas teknologi informasi (I7 Capablity)

a.

Infrastruktur

11.

Saya memiliki kemampuan untuk
mengoperasikan sistem informasi
teknologi yang ada di perusahaan




12.

Saya memiliki kemampuan untuk
mengoperasikan sistem informasi
teknologi yang sering berubah

b. Sumber daya manusia

13. | Perusahaan memiliki karyawan yang
ahli di bidang teknologi informasi
14. | Saya mampu menggunakan teknologi

informasi dalam menjalankan tugasnya.

c¢. Kemampuan manajerial

15. | Perusahaan mampu mengelola sistem
Teknologi Informasi dengan efektif
16. | Manajemen Teknologi Informasi di

perusahaan selalu melakukan perubahan
sesuai dengan perkembangan teknologi
yang ada

II1. Variabel Kepercayaan (#rust)

a. Kompetensi

17. | Saya memiliki kompetensi dalam
menjalankan tugas
18. | Perusahaan mempekerjakan  orang-

orang yang kompeten di bidangnya.
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b. Bisa dipercaya

19. | Saya selalu bersikap jujur terhadap
siapapun dilingkungan kerja

20. | Saya selalu memiliki integritas yang
tinggi terhadap Perusahaan

¢. Terbuka

21. | Saya bersikap terbuka dalam
memberikan umpan balik dan masukan

22. | Perusahaan memberikan ruang bagi

karyawan untuk berdiskusi secara
terbuka.

d. Bisa diandalkan

23. | Saya selalu menyelesaikan tugas tepat
waktu
24. | Saya dapat mengandalkan orang-orang

di sekitar saya untuk membantu
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IV. Variabel Keinginan Berhenti Kerja (intention to Leave)

a. Memikirkan untuk keluar

25. | Saya mulai berpikir untuk meninggalkan
pekerjaan saya saat ini.

26. | Saya merasa akan lebih berkembang jika
bekerja di perusahaan lain.

b. Niat untuk keluar

27. | Saya memiliki keinginan yang kuat
untuk  mengundurkan  diri  dari
perusahaan ini

28. | Saya sedang mempertimbangkan waktu
yang tepat untuk meninggalkan
pekerjaan saya saat ini

c. Pencarian alternatif pekerjaan

29. | Saya secara aktif mencari informasi
tentang peluang pekerjaan di tempat
lain

30. | Saya menjalin komunikasi dengan
rekanan untuk peluang kerja baru yang
lebih baik

IV. Variabel Kinerja Karyawan

a. Kualitas hasil kerja

31. | Saya mampu menyelesaikan pekerjaan
sesuai dengan standart yang di tetapkan
perusahaan

32. | Saya selalu berusaha untuk
meningkatkan kualitas kerja saya.

b. Kuantitas

33 | Kuantias hasil kerja sesuai dengan
target yang sudah ditentukan

34 | Kuantias hasil kerja selalu melebihi
target yang sudah ditentukan

c. Ketepatan waktu

34. | Saya sangat menjaga ketepatan waktu
dalam menyelesaikan pekerjan yang
menjadi tanggung jawab saya




36.

Saya mampu mengatur waktu dengan
baik untuk menyelesaikan berbagai
pekerjaan

d. Efektivitas

37. | Saya mampu menggunakan fasilitas
yang ada secara efisien dalam
menyelesaikan pekerjaan

38. | Saya dapat menyelesaikan tugas secara

efektif sebelum waktu yang ditentukan

Atas segala partisipasi yang telah saudara berikan diucapkan terimakasih,
semoga bermanfaat bagi perkembangan ilmu pengetahuan.
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Lampiran 2 Karakteristik Responden
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Statistics
Jenis Kelamin Umur Pendidikan Pengalaman
N Valid 90 90 90 90
Missing 0 0 0 0

Frequency Table

Jenis Kelamin

Frequency Percent Valid Percent Cumulative Percent
Valid 1 61 67.8 67.8 67.8
2 29 32.2 32.2 100.0
Total 90 100.0 100.0
Umur
Frequency Percent Valid Percent Cumulative Percent
Valid 26 5, 5.6 5.6 5.6
27 4 4.4 4.4 10.0
28 4 4.4 4.4 14.4
29 3 383 3.3 17.8
30 2 2.2 2.2 20.0
Bl 1 1.1 1.1 211
32 2 2.2 2.2 23.3
88 3 383 3.3 26.7
34 8 8.9 8.9 35.6
85 17 18.9 18.9 54.4
36 9 10.0 10.0 64.4
37 5 5.6 5.6 70.0
38 3 3.3 3.3 73.3
39 1 1.1 1.1 74.4
40 10 11.1 11.1 85.6
41 2 2.2 2.2 87.8
45 6 6.7 6.7 94.4
47 3 353 3.3 97.8
50 2 2.2 2.2 100.0
Total 90 100.0 100.0
Pendidikan
Frequency Percent Valid Percent Cumulative Percent
Valid 2 10 11.1 11.1 11.1
& 27 30.0 30.0 30.0
4 53 58.9 58,.9 58.9
Total 90 100.0 100.0




Pengalaman
Frequency Percent Valid Percent Cumulative Percent
Valid 1 12 13.3 13.3 13.3
2 59 65.6 65.6 78.9
) 8 8.9 8.9 87.8
4 11 12.2 12.2 100.0
Total 90 100.0 100.0
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Lampiran 3 Descriptives Variables

Descriptive Statistics

Minimum  Maximum Mean Std. Deviation

x1 90 2 5 3.99 .590
X2 90 3 5 4.18 .552
x3 90 2 5 4.12 .615
x4 90 2 5 3.89 771
x5 90 2 5 4.08 .691
X6 90 2 5 4.16 .748
X7 90 2 5 4.00 .600
x8 90 & 5 4.16 .539
x9 90 2 5 4.12 .615
x10 90 2 5 3.91 .729
Valid N (listwise) 90

Descriptive Statistics

Minimum = Maximum Mean Std. Deviation

x11 90 2 5 4.10 .704
x12 90 2 5 4.13 .796
x13 90 2 5 3.84 .763
x14 90 2 5 3.68 .958
x15 90 2 5 3.63 .942
x16 90 2 5 3.93 .818
x17 90 2 5 3.76 .798
x18 90 2 5 3.69 .856
Valid N (listwise) 90

Descriptive Statistics

Minimum = Maximum Mean Std. Deviation

x19 90 2 5 3.63 .905
x20 90 2 5 3.64 .903
x21 90 2 5 3.74 .829
x22 90 2 5 3.62 .907
x23 90 2 5 3.82 .829
x24 90 2 5 3.87 767
Valid N (listwise) 90




Descriptive Statistics

Minimum = Maximum Mean Std. Deviation

x25 90 2 ) 3.60 .897
x26 90 2 5 3.94 .812
x27 90 2 ) 3.73 .761
x28 90 2 5 4.00 .703
x29 90 2 ) 3.82 .829
x30 90 2 5 3.87 .767
Valid N (listwise) 90

Descriptive Statistics

Minimum = Maximum Mean Std. Deviation

x31 90 2 ) 3.47 .962
x32 90 2 5 3.82 .758
X8 90 2 ) 3.32 1.004
x34 90 2 5 3.41 1.016
x35 90 2 ) 3.61 .760
x36 90 2 5 3.94 .625
x37 90 2 5 3.58 .638
x38 90 2 ) 3.61 .760
Valid N (listwise) 90
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Lampiran 4 Validitas dan Reliabilitas Variabel

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected Item-Total Cronbach's Alpha if
Deleted Iltem Deleted Correlation Iltem Deleted

x1 36.50 15.983 452 .764
x2 36.37 15.068 .409 .745
x3 36.43 15.289 .356 752
x4 36.77 12.254 .710 .693
x5 36.33 15.057 441 741
x6 36.43 13.082 .697 .701
x7 36.53 15.361 .355 752
x8 36.37 15.620 .339 .753
x9 36.40 15.490 .339 .754
x10 36.67 14.575 .348 757

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected Item-Total Cronbach's Alpha if
Deleted Iltem Deleted Correlation Iltem Deleted

x11 19.70 9.597 .508 .670
x12 19.80 8.166 .336 .611
x13 20.00 6.483 717 .461
x14 20.23 6.116 .550 .515
x15 20.17 7.523 .365 .602
x16 19.77 8.599 .582 .667

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected ltem-Total Cronbach's Alpha if
Deleted Iltem Deleted Correlation Item Deleted

x17 26.50 3.983 .630 -.4752
x18 26.53 4.326 .518 -.3192
x19 26.87 6.257 .352 114
x20 26.83 3.730 517 -.600?
x21 26.57 4.668 .535 -.3072
x22 26.87 6.120 .328 .090
x23 26.30 5.252 .597 -.1702
x24 26.33 5.195 .539 -.222°

a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected ltem-Total Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
x25 19.87 4.395 .658 409
x26 19.50 3.914 .329 .283
x27 19.57 3.564 .505 .156

x28 19.33 5.471 .607 475



x29 19.27 4.340
x30 19.30 5.734

.310
.581

.31
.503
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Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected ltem-Total

Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
x31 26.00 9.303 411 .652
x32 25.43 7.741 .501 481
x33 25.90 6.683 .595 442
x34 25.90 8.292 .633 .582
x35 25.63 6.256 .540 .343
x36 25.40 7.597 .354 442
x37 25.67 6.851 .609 .365
x38 25.63 6.256 .540 .343

Lampiran Reliabilitas Variabel

Case Processing Summary

N %
Cases Valid 30 100.0
Excluded?® 0 .0
Total 30 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
782 5

Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected ltem-Total

Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
X1.1 16.167 3.437 .498 .665
X1.2 16.333 2.592 .598 .521
X1.3 16.117 2.736 .605 .525
X1.4 16.183 3.405 .335 .650
X1.5 16.267 3.237 .590 677

Scale: ALL VARIABLES

Case Processing Summary
N %

Cases Valid 30 100.0
Excluded?® 0 .0
Total 30 100.0
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a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
747 3

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected ltem-Total Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
X2.1 7.783 1.977 123 737
X2.2 8.150 .865 .546 .069
X2.3 8.000 1.414 487 .269

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 100.0
Excluded? 0 .0
Total 30 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha? N of ltems
.768 4

Item-Total Statistics

Scale Mean if Item Scale Variance if ~ Corrected ltem-Total Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
X3.1 11.317 .853 .098 -.2252
X3.2 11.650 1.072 .089 -.220°
X3.3 11.517 1.232 143 -.1182
X3.4 11.117 1.236 .097 -.206°

a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.
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Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 100.0
Excluded? 0 .0
Total 30 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.818 3

Item-Total Statistics
Scale Mean if Item Scale Variance if ~ Corrected Item-Total Cronbach's Alpha if

Deleted Iltem Deleted Correlation Iltem Deleted
Z1.1 8.000 672 .270 .299
Z1.2 7.767 .823 .309 .216
2.3 7.600 1.041 .189 425

Case Processing Summary

N %
Cases Valid 30 100.0
Excluded? 0 .0
Total 30 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.765 4

Item-Total Statistics
Scale Mean if Iltem Scale Variance if ~ Corrected ltem-Total Cronbach's Alpha if

Deleted Iltem Deleted Correlation Item Deleted
Y.1 11.033 2.043 -.100 .829
Y.2 11.217 1.383 .400 449
Y.3 10.833 1.262 .596 .292

Y.4 10.967 1.102 717 157
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Lampiran 5 General SEM Analysis Results

2k 3k ok ok ok ok ok ok ok sk ok ok ok ok sk ok ok ok 3k ok ok sk ok ok ok ok %k ok ok ok Kk k

* General SEM analysis results *
3K 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k %k 3k sk 3k 3k 3k 3k 3k 3k %k %k 3k 3k >k %k kk ok ok k k

General project information

Version of WarpPLS used: 7.0

Project path (directory): D:\MM®60\Bu Kristin MM60\Tesis Bu Kristin\Proposal Bu Kristin
Baru\

Project file: Bu Tesis Kristin.prj

Last changed: 28-Oct-2020 13:26:15

Last saved: 28-Oct-2020 13:19:50

Raw data path (directory): D:\ MM60\Bu Kristin MM®60\Tesis Bu Kristin\Proposal Bu Kristin
Baru \

Raw data file: Tabulasi Responden tesis Bu Kristin.xlsx



143

Model fit and quality indices

Average path coefficient (APC)=0.342, P<0.001

Average R-squared (ARS)=0.772, P<0.001

Average adjusted R-squared (AARS)=0.766, P<0.001

Average block VIF (AVIF)=3.906, acceptable if <=5, ideally <= 3.3

Average full collinearity VIF (AFVIF)=4.410, acceptable if <=5, ideally <= 3.3
Tenenhaus GoF (GoF)=0.621, small >= 0.1, medium >=0.25, large >=0.36
Sympson's paradox ratio (SPR)=1.000, acceptable if >= 0.7, ideally = 1

R-squared contribution ratio (RSCR)=1.000, acceptable if >= 0.9, ideally =1
Statistical suppression ratio (SSR)=1.000, acceptable if >=0.7

Nonlinear bivariate causality direction ratio (NLBCDR)=1.000, acceptable if >= 0.7

General model elements

Missing data imputation algorithm: Arithmetic Mean Imputation
Outer model analysis algorithm: PLS Regression
Default inner model analysis algorithm: Warp3
Multiple inner model analysis algorithms used? No
Resampling method used in the analysis: Stable3
Number of data resamples used: 90

Number of cases (rows) in model data: 90

Number of latent variables in model: 5

Number of indicators used in model: 19

Number of iterations to obtain estimates: 15
Range restriction variable type: None

Range restriction variable: None

Range restriction variable min value: 0.000

Range restriction variable max value: 0.000

Only ranked data used in analysis? No

3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k %k ok 3k 3k 3k %k 3k 3k %k 3k 3k 3%k 3k %k 3k %k 3k %k 3k %k k k k

* Path coefficients and P values *
3k 3k 3k sk 3k sk 3k sk sk ok sk 3k sk 3k sk sk 3k sk 3k sk sk sk sk ok sk ok sk ok ok sk ok sk sk sk

Path coefficients

Anxiety It_Capa Trust Intenti  Emp_Per
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Intenti 0.338 0.689 0.135
Emp_Per 0.493 0.297 0.212 0.232

P values

Anxiety It_Capa Trust Intenti Emp_Per

Intenti <0.001 <0.001 0.045
Emp_Per <0.001 <0.001 0.004 <0.001

3k 3k 3k 3k 3k 3k ok 3k 3k 3k 3k 3k 3k >k 3k 3k %k >k 3k 3k >k %k 3k 3k 3k 3k 3k >k 3k 3k %k >k 3k 3k %k %k 3k *k k %k *k

* Standard errors for path coefficients *
3k 3k 3k sk 3k 5k 3k sk sk sk ok 3k sk sk ok ok sk sk sk sk 3k sk sk sk ok ok sk sk sk ok sk sk sk ok ok %k sk sk kok k

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.076 0.070 0.079
Emp_Per 0.073 0.076 0.078 0.078

3k 3k ok ok ok ok ok ok ok sk ok ok ok ok sk ok ok ok ok ok ok ok ok sk ok ok ok ok sk ok ok ok ok ok Kk k kok

* Effect sizes for path coefficients *
3k 3k 3k 3k 3k 3k 3k 3k sk sk ok 3k sk sk ok sk 3k sk sk sk >k 3k sk sk ok 3k sk sk %k ok 3k sk sk ok ok k sk k

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.289 0.608 0.066
Emp_Per 0.261 0.133 0.075 0.112

3k 3k 3k ok 3k 3k ok sk ok 5k 3k 5k 3k 3k sk ok 5k 3k 3k 3k ok 3k >k 5k 3k 3k ok ok 5k >k %k k %k %k %k ok sk ok kK
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* Combined loadings and cross-loadings *
3k 3k 3k 3k sk 3k sk 3k 3k 3k 3k sk ok sk 3k 3k sk 3k sk ok 3k 3k 3k 3k 3k sk 3k 3k 3k 3k 3k 3k 3k ok 3k ok k %k k 3k

Anxiety It_Capa Trust Intenti Emp_Per Type (a SE P value
X1.1 0.766 -0.490 0.162 -0.289 -0.317 Reflect 0.069 <0.001
X1.2 0.379 0.069 -0.262 -0.499 0.565 Reflect 0.075 <0.001
X1.3 0.263 0.004 -0.297 -0.292 1.093 Reflect 0.077 <0.001
X1.4 0.661 -0.133 0.172 1.554 -0.026 Reflect 0.071 <0.001
X1.5 0.829 0.526 -0.072 -0.650 -0.292 Reflect 0.068 <0.001
X2.1 -0.677 0.787 0.172 1,554 -0.026 Reflect 0.069 <0.001
X2.2 1.220 0.792 -0.072 -0.650 -0.292 Reflect 0.068 <0.001
X2.3 -0.675 0.643 -0.122 -1.104 0.392 Reflect 0.071 <0.001
x3.1 0.324 -1.037 0.756 0.378 -0.019 Reflect 0.069 <0.001
x3.2 -0.003 -1.051 0.771 0.917 -0.285 Reflect 0.069 <0.001
x3.4 0.179 0.458 0.828 -0.427 0.008 Reflect 0.068 <0.001
x3.3 -0.675 2.099 0.579 -1.104 0.392 Reflect 0.072 <0.001
Z1.1 -0.375 -0.343 -0.129 0.749 0.305 Reflect 0.069 <0.001
Z1.2 -0.677 -0.133 0.172 0.858 -0.026 Reflect 0.067 <0.001
Z1.3 1.220 0.526 -0.072 0.706 -0.292 Reflect 0.070 <0.001

Y1 0.035 0.004 -0.297 -0.292 0.678 Reflect 0.070 <0.001
Y2 -0.261 0.033 0.104 0.691 0.599 Reflect 0.071 <0.001
Y3 0.666 -0.115 0.305 -0.163 0.582 Reflect 0.072 <0.001
Y4 -0.360 0.063 -0.055 -0.172 0.709 Reflect 0.070 <0.001

Notes: Loadings are unrotated and cross-loadings are oblique-rotated. SEs and P values are
for loadings. P values < 0.05 are desirable for reflective indicators.

3k 3k 3k 3k 3k 3k 3k 3k 3k 3k sk 3k ok 3k 3k 3k 3k 3k 3k >k 3k 3k 3%k 3k %k 3k 3k 3k 3k 3%k 3k %k 3k %k 3%k >k %k %k %k 3k >k 5%k %k %k 3k %k >k kK k¥

* Normalized combined loadings and cross-loadings *
3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k sk 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k sk 3k 3k 3k 3k 3k 3k 3k sk 3k 3k %k 3k sk 3k %k %k ksk ok ok k

Anxiety It_Capa Trust Intenti  Emp_Per
X1.1 0.696 -0.298 0.099 -0.176 -0.193
X1.2 0.636 0.072 -0.273 -0.519 0.587
X1.3 0.351 0.003 -0.254 -0.249 0.934
X1.4 0.453 -0.078 0.101 0.909 -0.015
X1.5 0.567 0.348 -0.048 -0.430 -0.194
X2.1 -0.396 0.540 0.101 0.909 -0.015
X2.2 0.808 0.542 -0.048 -0.430 -0.194
X2.3 -0.270 0.617 -0.049 -0.442 0.157
x3.1 0.201 -0.643 0.790 0.234 -0.012
x3.2 -0.002 -0.575 0.772 0.501 -0.156
x3.4 0.198 0.507 0.658 -0.473 0.009
x3.3 -0.270 0.840 0.556 -0.442 0.157
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711 -0.273 -0.250 -0.094 0.677 0.223
71.2 -0.396 -0.078 0.101 0.588 -0.015
Z71.3 0.808 0.348 -0.048 0.483 -0.194

Y1l 0.030 0.003 -0.254 -0.249 0.906
Y2 -0.332 0.042 0.132 0.878 0.509
Y3 0.870 -0.151 0.399 -0.213 0.514
Y4 -0.331 0.058 -0.050 -0.158 0.984

Note: Loadings are unrotated and cross-loadings are oblique-rotated, both after separate
Kaiser normalizations.

3k 3k 3k sk 3k 3k >k 3k ok 5k 3k 3k 3k 3k 5k >k 3k 3k 3%k 3k >k 5k 3k 3k 3k 3%k %k %k 3k >k %k %k %k %k %k %k kK k

* Pattern loadings and cross-loadings *
3k 3k 3k sk sk sk 3k 3k sk sk ok sk sk sk ok ok sk sk sk sk 3k sk sk sk ok ok sk sk sk ok sk sk skook ok k kk ok

Anxiety It_Capa Trust Intenti Emp_Per
X1.1 1499 -0.490 0.162 -0.289 -0.317
X1.2 0.533 0.069 -0.262 -0.499 0.565
X1.3 0.035 0.004 -0.297 -0.292 1.093
X1.4 -0.677 -0.133 0.172 1.554 -0.026
X1.5 1.220 0.526 -0.072 -0.650 -0.292
X2.1 -0.677 -0.133 0.172 1.554 -0.026
X2.2 1.220 0.526 -0.072 -0.650 -0.292
X2.3 -0.675 2.099 -0.122 -1.104 0.392
x3.1 0.324 -1.037 1.131 0.378 -0.019
x3.2 -0.003 -1.051 1.148 0.917 -0.285
x3.4 0.179 0.458 0.625 -0.427 0.008
x3.3 -0.675 2.099 -0.122 -1.104 0.392
711 -0.375 -0.343 -0.129 1.229 0.305
1.2 -0.677 -0.133 0.172 1.554 -0.026
713 1.220 0.526 -0.072 -0.650 -0.292

Y1l 0.035 0.004 -0.297 -0.292 1.093
Y2 -0.261 0.033 0.104 0.691 0.248
Y3 0.666 -0.115 0.305 -0.163 0.097
Y4 -0.360 0.063 -0.055 -0.172 1.009

Note: Loadings and cross-loadings are oblique-rotated.

3k 3k sk 3k 3k 3k 3k 3k ok sk ok 3k 3k 3k sk ok 3k %k 3k sk ok sk ok 3k 3k 3k 3k >k 3k 3k 3k 3k >k 3k 3k 5k 3k 3k 3k >k 3k %k 3k %k %k %k Kk k ok

* Normalized pattern loadings and cross-loadings *
3k 3k 3k sk 3k 3k 3k 3k sk sk ok 3k sk sk ok sk 3k sk sk sk 3k 3k sk sk ok 3k sk sk 3k ok 3k 3k sk ok ok 3k sk sk ok ok sk sk sk ok %k k sk sk k ok

Anxiety It_Capa Trust Intenti  Emp_Per



X1.1
X1.2
X1.3
X1.4
X1.5
X2.1
X2.2
X2.3
x3.1
x3.2
x3.4
x3.3
Z1.1
Z1.2
Z1.3
Y1

Y2

Y3

Y4

Note: Loadings and cross-loadings shown are after oblique rotation and Kaiser

0.913
0.554
0.030
-0.396
0.808
-0.396
0.808
-0.270
0.201
-0.002
0.198
-0.270
-0.273
-0.396
0.808
0.030
-0.332
0.870
-0.331

normalization.

-0.298
0.072
0.003
-0.078
0.348
-0.078
0.348
0.840
-0.643
-0.575
0.507
0.840
-0.250
-0.078
0.348
0.003
0.042
-0.151
0.058

0.099
-0.273
-0.254
0.101
-0.048
0.101
-0.048
-0.049
0.701
0.628
0.692
-0.049
-0.094
0.101
-0.048
-0.254
0.132
0.399
-0.050

-0.176
-0.519
-0.249
0.909
-0.430
0.909
-0.430
-0.442
0.234
0.501
-0.473
-0.442
0.897
0.909
-0.430
-0.249
0.878
-0.213
-0.158

-0.193
0.587
0.934
-0.015
-0.194
-0.015
-0.194
0.157
-0.012
-0.156
0.009
0.157
0.223
-0.015
-0.194
0.934
0.316
0.127
0.927

EEEEEEEEEEEEELELEELEEEEEELELEEEEEEEEELEELE]

* Structure loadings and cross-loadings *
3k 3k 3k 3k sk sk ok 3k sk sk sk 3k 3k sk sk sk 3k 3k sk sk ok 3k sk sk ok ok 3k sk sk 5k >k 3k sk sk ok ok sk sk sk k k

X1.1
X1.2
X1.3
X1.4
X1.5
X2.1
X2.2
X2.3
x3.1
x3.2
x3.4
x3.3
Z1.1
Z1.2
Z1.3
Y1

Anxiety It_Capa Trust

0.766
0.779
0.663
0.861
0.829
0.661
0.829
0.355
0.305
0.314
0.484
0.355
0.506
0.661
0.729
0.263

0.478
0.155
0.101
0.787
0.792
0.787
0.792
0.643
0.346
0.410
0.614
0.643
0.468
0.787
0.792
0.101

0.319
0.033
-0.000
0.473
0.458
0.473
0.458
0.579
0.756
0.771
0.828
0.779
0.174
0.473
0.458
-0.000

Intenti
0.502
0.173
0.146
0.558
0.706
0.658
0.706
0.360
0.284
0.353
0.425
0.360
0.749
0.858
0.806
0.146

Emp_Per
0.206
0.396
0.578
0.335
0.337
0.335
0.337
0.285
0.227
0.102
0.329
0.285
0.400
0.335
0.337
0.678
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Y2 0.493 0.541 0.375 0.594 0.699
Y3 0.544 0.500 0.436 0.456 0.782
Y4 0.086 0.041 0.061 0.058 0.709

Note: Loadings and cross-loadings are unrotated.

3k 3k 3k sk 3k 3k 3k sk sk sk ok ok sk ok sk ok 3k sk 3k 3k ok %k sk 3k ok 5k 3k 3k 3k sk ok ok >k 3k %k %k sk 3k ok 5k sk 3k 3k %k >k %k %k %k Kok k ok

* Normalized structure loadings and cross-loadings *
3k 3k sk 3k sk 3k sk sk sk sk 3k sk 3k sk sk 3k sk sk sk 3k sk sk 3k sk 3k sk sk sk sk 3k sk 3k sk 3k 3k sk sk sk 3k 3k 3k 3k sk ok ok 3k ok ok sk sk kok

Anxiety It_Capa Trust Intenti  Emp_Per
X1.1 0.696 0.434 0.290 0.456 0.187
X1.2 0.636 0.260 0.056 0.290 0.664
X1.3 0.351 0.136 -0.001 0.195 0.906
X1.4 0.453 0.540 0.324 0.588 0.229
X1.5 0.567 0.542 0.313 0.483 0.230
X2.1 0.453 0.540 0.324 0.588 0.229
X2.2 0.567 0.542 0.313 0.483 0.230
X2.3 0.341 0.617 0.556 0.345 0.273
x3.1 0.318 0.361 0.790 0.296 0.237
x3.2 0.315 0.411 0.772 0.353 0.102
x3.4 0.384 0.488 0.658 0.338 0.261
x3.3 0.341 0.617 0.556 0.345 0.273
Z1.1 0.457 0.422 0.157 0.677 0.361
71.2 0.453 0.540 0.324 0.588 0.229
713 0.567 0.542 0.313 0.483 0.230

Yl 0.351 0.136 -0.001 0.195 0.906
Y2 0.418 0.459 0.318 0.504 0.509
Y3 0.480 0.441 0.385 0.403 0.514
Y4 0.120 0.057 0.085 0.081 0.984

Note: Loadings and cross-loadings shown are unrotated and after Kaiser normalization.

3k 3k sk 3k 3k 3k 3k 3k %k %k ok 3k ok 3k %k %k 3k k %k k k

* Indicator weights *
3 3k 3k 3k 3k 3k 3k 3k 3k 3k ok %k 3k sk ok ok sk k skk k

Anxiety It_Capa Trust Intenti Emp_Per Type (a SE P value VIF
WLS ES

X1.1 0.798 0.000 0.000 0.000 0.000 Reflect 0.075 <0.001 1.504 1
0.305

X1.2 0.898 0.000 0.000 0.000 0.000 Reflect 0.078 0.006 1.228 1
0.075



X1.3

X1.4

X1.5

X2.1

X2.2

X2.3

x3.1

x3.2

x3.3

x3.4

1.1

71.2

Z1.3

Y1

Y2

Y3

Y4

0.838
0.036
0.743
0.227
0.730
0.357
0.000
0.373
0.000
0.378
0.000
0.249
0.000
0.261
0.000
0.272
0.000
0.153
0.000
0.314
0.000
0.313
0.000
0.410
0.000
0.277
0.000
0.276
0.000
0.217
0.000
0.204
0.000
0.302

0.000

0.000

0.000

0.774

0.777

0.887

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.746

0.752

0.865

0.879

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.717

0.778

0.893

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.708

0.762

0.851

0.726

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

Reflect

0.079

0.076

0.074

0.073

0.073

0.075

0.076

0.076

0.077

0.075

0.074

0.073

0.075

0.075

0.075

0.076

0.074

0.042

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

1.203

1.248

1.719

1.278

1.284

1.111

1.474

1.643

1.306

1.739

1.325

1.549

1.244

1.390

1.295

1.297

1.397
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Notes: P values < 0.05 and VIFs < 2.5 are desirable for formative indicators; VIF = indicator

variance inflation factor;
WLS = indicator weight-loading sign (-1 = Simpson's paradox in |.v.); ES = indicator effect

size.

3k 3k 3k 3k 3k 3k 3k 3k 3k 3k 3k %k ok 3k 3k 3k %k 3k 3k %k 3k 3k %k %k %k 3k %k 3k %k k k¥

* Latent variable coefficients *
3k 3k 3k 3k sk sk 3k 3k 3k sk sk 3k 3k 3k sk sk 3k ok sk sk ok ok >k >k sk sk %k k sk k ok ok
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R-squared coefficients

Anxiety It_Capa Trust Intenti
0.963

Adjusted R-squared coefficients

Anxiety It_Capa Trust Intenti
0.963

Composite reliability coefficients

Anxiety It_Capa Trust Intenti
0.732 0.787 0.826 0.816

Cronbach's alpha coefficients

Anxiety It_Capa Trust Intenti
0.673 0.792 0.717 0.661

Average variances extracted

Anxiety It_Capa Trust Intenti
0.785 0.754 0.747 0.899

Full collinearity VIFs

Anxiety It_Capa Trust Intenti
4.627 8.002 2.036 5.998

Q-squared coefficients

Anxiety It_Capa Trust Intenti
0.833

Minimum and maximum values

Emp_Per
0.581

Emp_Per
0.569

Emp_Per
0.738

Emp_Per
0.729

Emp_Per
0.815

Emp_Per
1.385

Emp_Per
0.303
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Anxiety It_Capa Trust Intenti  Emp_Per
-3.147 -3.305 -3.058 -3.849 -2.377
1.842 1716 1856 1.630 2.055

Medians (top) and modes (bottom)

Anxiety It_Capa Trust Intenti Emp_Per
0.004 -0.162 -0.072 -0.196 0.203
-0.204 -0.162 -0.072 -0.196 0.469

Skewness (top) and exc. kurtosis (bottom) coefficients

Anxiety It_Capa Trust Intenti  Emp_Per
-0.483 -0.407 -0.306 -0.491 -0.120
0.180 0.523 0.369 0.785 -0.641

Tests of unimodality: Rohatgi-Sz kely (top) and Klaassen-Mokveld-van Es (bottom)

Anxiety It_Capa Trust Intenti  Emp_Per
Yes Yes Yes Yes Yes
Yes Yes Yes Yes Yes

Tests of normality: Jarque Bera (top) and robust Jarque Bera (bottom)

Anxiety It_Capa Trust Intenti  Emp_Per
No Yes Yes No Yes
Yes No No No Yes

3k 3k 3k 3k 3k 3k 3k 3k 3k 3k ok sk ok 3k 3k 3k 3k 3k sk ok 3k 3k 3k %k 3k 3k ok 3k 3k 3k 3k 3k 3k >k 3k 3k %k 3k ok 3k ok 3k %k %k 3k k %k %k k k¥

* Correlations among latent variables and errors *
3k 3k 3k 3k sk sk 3k 3k sk sk ok ok 3k sk sk sk sk 3k sk sk ok ok sk sk ok sk 3k sk sk sk 3k 3k sk sk ok 3k sk sk 3k sk 3k sk sk %k ok %k sk sk ok k k

Correlations among l.vs. with sq. rts. of AVEs

Anxiety It_Capa Trust Intenti  Emp_Per
Anxiety 0.620 0.846 0.493 0.853 0.513
It_Capa 0.846 0.744 0.667 0.883 0.430
Trust 0.493 0.667 0.739 0.479 0.314
Intenti 0.853 0.883 0.479 0.774 0.459
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Emp_Per 0.513 0.430 0314 0.459 0.644

Note: Square roots of average variances extracted (AVEs) shown on diagonal.

P values for correlations

Anxiety It_Capa Trust Intenti Emp_Per
Anxiety 1.000 <0.001 <0.001 <0.001 <0.001
It_Capa <0.001 1.000 <0.001 <0.001 <0.001
Trust  <0.001 <0.001 1.000 <0.001 <0.001
Intenti <0.001 <0.001 <0.001 1.000 <0.001
Emp_Per <0.001 <0.001 <0.001 <0.001 1.000

Correlations among l.v. error terms with VIFs

(e)inte (e)Emp_
(e)inte 1.000 -0.013
(e)Emp_-0.013 1.000

Notes: Variance inflation factors (VIFs) shown on diagonal. Error terms included (a.k.a.
residuals) are for endogenous l.vs.

P values for correlations

(e)Inte (e)Emp_
(e)inte 1.000 0.871
(e)Emp_0.871 1.000

3k 3k sk 3k 3k 3k 3k 3k ok sk 3k 3k 3k 3k sk >k 3k 3k 3k 3k 3k %k 3k 3k 3k 3k %k %k 3k %k 3k %k k ok k ok

* Block variance inflation factors *
3k 3k 3k 3k >k 3k sk 3k sk 3k 3k %k 5k %k 3k %k >k %k %k sk >k %k sk ok sk %k %k %k ok %k k %k kok k ok

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 3.709 5.198 1.920
Emp_Per 4192 6.140 1.653 4.527
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Note: These VIFs are for the latent variables on each column (predictors), with reference to
the latent variables on each row (criteria).

3k 3k 3k 3k 3k 3k 5k >k 3k 3k %k %k ok 3k >k 5k 3k %k 3k %k 5k >k %k %k %k %k kok k ok

* Indirect and total effects *
3k 3k 3k sk 3k sk sk sk sk ok sk ok sk ok sk sk ok sk ok sk kosk kosk skk sk sk ke k

Indirect effects for paths with 2 segments

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 0.078 0.160 0.031

Number of paths with 2 segments

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 1 1 1

P values of indirect effects for paths with 2 segments

Anxiety It_Capa Trust Intenti Emp_Per

Emp_Per 0.045 0.002 0.293

Standard errors of indirect effects for paths with 2 segments

Anxiety It_Capa Trust Intenti  Emp_Per



154

Emp_Per 0.057 0.056 0.057

Effect sizes of indirect effects for paths with 2 segments

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 0.041 0.071 0.011

Sums of indirect effects

Anxiety It_Capa Trust Intenti Emp_Per

Emp_Per 0.078 0.160 0.031

Number of paths for indirect effects

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 1 1 1

P values for sums of indirect effects

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 0.085 0.002 0.293
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Standard errors for sums of indirect effects

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 0.057 0.056 0.057

Effect sizes for sums of indirect effects

Anxiety It_Capa Trust Intenti  Emp_Per

Emp_Per 0.041 0.071 0.011

Total effects

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.338 0.689 0.135
Emp_Per 0.572 0.457 0.243 0.232

Number of paths for total effects

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 1 1 1
Emp_Per 2 2 2 1

P values for total effects

Anxiety It_Capa Trust Intenti  Emp_Per
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Intenti <0.001 <0.001 0.045
Emp_Per <0.001 <0.001 0.001 0.002

Standard errors for total effects

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.076 0.070 0.079
Emp_Per 0.072 0.074 0.077 0.078

Effect sizes for total effects

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.289 0.608 0.066
Emp_Per 0.302 0.204 0.086 0.112

3k 3k ok sk 3k 3k >k 3k ok 5k 3k 3k 3k 3k sk >k 3k 3k 3k 3k >k %k 3k 5k 3k 3%k %k %k 3k >k %k %k %k %k k ok k

* Causality assessment coefficients *
3k 3k 3k sk 3k sk 3k 3k sk sk ok sk sk sk sk sk sk sk sk sk ok 3k sk sk ok ok sk sk sk ok sk >k skosk ok ok k

Path-correlation signs

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 1 1 1
Emp_Per 1 1 1 1

Notes: path-correlation signs; negative sign (i.e., -1) = Simpson's paradox.

R-squared contributions
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Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.289 0.608 0.066
Emp_Per 0.261 0.133 0.075 0.112

Notes: R-squared contributions of predictor lat. vars.; columns = predictor lat. vars.; rows =
criteria lat. vars.; negative sign = reduction in R-squared.

Path-correlation ratios

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.395 0.779 0.275
Emp_Per 0.932 0.666 0.598 0.479

Notes: absolute path-correlation ratios; ratio > 1 indicates statistical suppression; 1 < ratio
<=1.3: weak suppression; 1.3 < ratio <= 1.7: medium; 1.7 < ratio: strong.

Path-correlation differences

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.518 0.195 0.356
Emp_Per 0.036 0.149 0.142 0.252

Note: absolute path-correlation differences.

P values for path-correlation differences

Anxiety It_Capa Trust Intenti  Emp_Per
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Intenti <0.001 0.007 <0.001
Emp_Per 0.330 0.030 0.037 <0.001

Note: P values for absolute path-correlation differences.

Warp2 bivariate causal direction ratios

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 1.000 1.000 1.022
Emp_Per 0970 0.971 1.028 0.968

Notes: Warp2 bivariate causal direction ratios; ratio > 1 supports reversed link; 1 < ratio <=
1.3: weak support; 1.3 < ratio <= 1.7: medium; 1.7 < ratio: strong.

Warp2 bivariate causal direction differences

Anxiety It_Capa Trust Intenti Emp_Per

Intenti 0.000 0.000 0.011
Emp_Per 0.016 0.013 0.009 0.015

Note: absolute Warp2 bivariate causal direction differences.

P values for Warp2 bivariate causal direction differences

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.500 0.498 0.448
Emp_Per 0.424 0.436 0.457 0.426
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Note: P values for absolute Warp?2 bivariate causal direction differences.

Warp3 bivariate causal direction ratios

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.997 1.000 1.015
Emp_Per 0.985 0.992 0.956 0.969

Notes: Warp3 bivariate causal direction ratios; ratio > 1 supports reversed link; 1 < ratio <=
1.3: weak support; 1.3 < ratio <= 1.7: medium; 1.7 < ratio: strong.

Warp3 bivariate causal direction differences

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.003 0.000 0.007
Emp_Per 0.008 0.004 0.016 0.015

Note: absolute Warp3 bivariate causal direction differences.

P values for Warp3 bivariate causal direction differences

Anxiety It_Capa Trust Intenti  Emp_Per

Intenti 0.488 0.499 0.463
Emp_Per 0.462 0.483 0.424 0.428

Note: P values for absolute Warp3 bivariate causal direction differences.



160

Lampiran 6 Visualisasi Overlay

organizational t

Job satgfecton

motiveton
evidence
intention, extgpion
£
customer
senwce >
empigyee
develgpment
emplayment
organization
experience need
peon empyer "W
govethment

Lampiran 7 Visualisasi Density




Lampiran 8 Kartu Bimbingan

UNIVERSITAS 17 AGUSTUS 1945 (UNTAG) SURABAYA
FAKULTAS EKONOMI DAN BISNIS

LS 43 0118, E-emit

Nama Mabasiowa / NB : /0 0%\ NURPATRIA kRISTI |, -
Nama Pemmbinbing 11, {72607 S8 Uitjacah e
2., Q’ !umla‘\;lﬁ“

. fengaruh anvaely, 1T Capabilh Mr

Ihadar  KiefA. Wanoloon dinga Nk
selmgai vATObU_ \nekfey “paba gt PR Pk am.m {eteqvcla.

Moulai Program Tesis : Semester ... Thn Ak. ........... Selesai Bimbingan Tanggal.........
7 KONSENTRASI PARAF
TANGGAL | BAB/HAL KETERANGAN REVISI
VP v-q [JudulXesiC ke 2 § &9
!
LWL \—4 | Gimbmaan popoak €Re L ¥
3 [9, 77 -4, | bewngon mw\'w $-
........ 1
41 3'/32”: _SQM\\'\E"WMM "2y % %’V__
P> ~ T Bumbingan strument. —F =/

b U‘AW p)lmbﬂju(\ \strumen U’Uﬂgl)_

*
H " [ S - [ Bmbingan s oo ,/i g

£

/

K ‘,[0 203 Ceminar wa\‘u‘

161



162

HARI/
TANGGAL

KONSENTRASI PARAF

BAB/ HAL

Pembimbing 1,

Y. 2




Lampiran 9 Turnitin

THE EFFECT OF ANXIETY,
INFORMATION TECHNOLOGY
CAPABILITY, AND TRUST ON
EMPLOYEE PERFORMANCE
WITH INTENSION TO LEAVE AS
AN INTERVENING VARIABLE AT
PT BPR BANK JOMBANG

DCDCCDMNNA
rCNRoCLnuL/Mn

Submission date: 24-un-1025 0B:ATAM (UTC+O700) ) o
Submission 10: 2705051178 by Asbari Murpatria Kristin

Character count: 33253

163



164

THE EF) OF ANXIETY, INFORMATION TECHNOLOGY CAPABILITY, AND
TRUST ON EMPLOYEE PERFORMANCE WITH INTENSION TO LEAVE AS AN
INTERVENING VARIABLE AT PT BPR BANK JOMBANG PERSERODA

Asbari Nurpatria Kristin, Siti Mujanah, Sumiati
Universitas 17 Agustus 1945, Surabaya
Corresponding Author: Asbari Nurpatria Kristin, 1262300054 (@surel untag-sby.ac.id

Abstract

PT BPR Bank Jombang Perseroda has developed well, and the increase in assets each year is

ifi but the probl that still arise in the orgnmznucm are high employee anxiety, due to the
rapld development of information technology (i histicated), and the I.cl oftrust is still
relatively low and Intention to Leave is sull not good, becommg a phenomenon in this study. The
purpose of this study is to determine the cffect of anxicty, IT Capability and trust on employee
Erformance with Intention to Leave as an Intervening variable at PT BPR Bank Jombang Perseroda.
This study uses a quantitative method with primary data sources obtained from distributing
Epestionnaires. The population of the study were cmployees of PT BPR Bank Jombang Perseroda.

with a total of 90 respondents. The data analysis method used descriptive analysis and SEM-PLS
analysis. The results showed that the vunabla anxiety, IT Capability and trust had a positive and

significant effect on empl perfi gh | ion to Leave of PT BPR Bank Jombang
Perseroda employees.
Keywords: anxiety JT Capability, trust, | ion to Leave, employee perfi

L INTRODUCTION

Asa financial institution, banking panies have a responsibility to provide quality credit and
banking services to the public. In carrying out these functions, the quality of employee performance is
one of the determining factors for the company’s success. Currently, although the company’s target
achicvement is well maintained and the pany's performance is at a satisfactory level, there are
several things that are of concern related to the implementation of information technology in the
company.

The imy and I of IT capability carnied out by the company as an cffort to

grade the develop of digitalization in the banking industry brings its own challenges for some
of the company’s Human R (HR). Not all HR have the same ability to adapt in facing this
change, so anxiety arises related to the d ds of inc ingly high technological mastery. This

anxiety, if not handled properly, has the potential to reduce work comfort and trigger employee
intentions to leave the company (intention to leave). Tmsl in managemcm and the systems

implemented is also an important factor in supporting aday to ical change. Human
Resources (HR) who have a high level of trust tend to be more open in facing chnngc, while those who
doubt the pany’s policies or direction can feel inty that i their anxncty

Any change in a company will cause a different resp in the pany’s Human R
(HR). Human Resources (HR) is one of the determi ofa pany’s Quality HR is needed
to ensurc operational effectiveness and i the pany's petitiveness. Human resources

include aspects of thinking, communicating. and carrying out technical and managerial tasks by
pnommng good ethics. However, employee performance often does not meet expectations, making it

a 2 . Therefore, understanding the factors that influence employee
perfonnance is wry important.




"

Junianto et al. (2020) stated that performance is the result of work and responsibilities carried
out by cmployccs To achieve optimal performance, companices need to have professional and high-
p According to Erlani et al. (2024), performance reflects a person's level of success
in carrying out tasks and lhclr ability to achieve predetermined targets. Maximum employee
performance is not only beneficial for individuals but also has a positive impact on the organization as
a whole. Factors such as supervision, motivation, and work discipline play an imp role in
increasing organizational productivity (Mujanah & Utami, 2023; Sumiati, 2021).

Various factors can affect employee performance, including trust, anxiety levels, skills in
information technology, and tumover intention. Overall, studies on employee performance have an
important mlc in |dcm|fymg fluential factors, creating a ducive work environment, and

vity. Several studies have shown that trust, both in leaders and
orpmzauons. ts one of the main factors that drives high performance.

Trust is an important foundation in maintaining relationships b people that play an
important role in social interaction. Trust grows when there is an associative relationship, mutual trust
will create a good and maintained relationship and provide positive benefits, Public trust is built with
the process of reliability as proof and fulfillment of the actions expected by individuals or groups. The
strategy of maintaining public trust is one of the benchmarks in building a good team because it creates
positive expectations for individuals or groups who have mutual interests.

Mahendra and Indriyani (2018) said that trust is an important part of providing a sense of

faction b ing from trust will influence cooperation, the existence of integrity in a person
or group based on mutual trust is very important in maintaining good relationships with fellow
coworkers.

Building trust can be done through the process of getting to know each other between
individuals. The length of time needed in the process of getting to know each other becomes a learning
point for someone in trust that can give birth to hope and cooperation. Rahayu et al. (2016) stated that
public trust is part of how to choose to behave to provide a sense of satisfaction in providing services
to the public. Creating a sensc of trust in the public can be done by listening to criticism and suggestions
so that later they can impmw, attitudes that are less pleasing. Creating a sense of mutual trust in
organizations or companics must be l:nscd on lhc public interest. Maintaining public trust means giving

the best for the public b both orga and companies cannot be separated from the public,
Public trust can be interpreted multidimensionally because the public's influence is very large for the
inuity of the organization or pany. Putni & Kusumaputri (2014) showed that trust can improve

employee performance. While Rahayu et al. (2020), and Arisandi, & Mujanah (2023) showed that It
capability can improve company performance. Furthermore, Mukn & Indrawati (2019) proved that
trust has a significgfinfluence on employee performance. Meanwhile, Astuti (2021) stated something
different that trust has no significant effect on employee performance. On the other hand, Mujanah &
Aini (2020) sgE}d that working conditions affect employee performance. Kumiawati & Mujanah
(2021) proved that the work environment affects employee performance, and Sumiati & Pratiwi (2018)
stated l. organizational commitment also affects employee performance.

The development of information technology has brought major changes to companies, information
technology has not only changed the way companies conduct business uctivities, but has also changed the
enmplny‘shunm perspective and business processes. In order to survive in this technological era, of course,
companics must also carry out digital 'rmd‘wmlﬁon Th: key 10 a company’s success 1n carrying out this digital
transformation lies not only in the & bilities it has, but is also influenced by the
compnny's ability to manage and utilize it. Jakop (’024) smcs that the ability of information technology in
managing work can reduce employee turnover mtention.
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Tumaover intention is an important ph in the of human
and organizations. It refers to the tendency or desire of a person to leave their job and seek new
employment opportunities elsewhere. High levels of tumover intention can be a signal of problems
within the organization, such as job dissatisfaction, lack of i or i patibility between
individuals and their work environment. Asmara (2017) and Kusumah, & Ilsyas (2022) showed that
lumovcr mtcntwn affects employee pcrformam:c While Wahyudi (2023) showed that work anxiety.

psy gical affect And Azm & Yoga (2024) showed that psychological
contracts and work stress significantly affect

PT. BPR Bank Jombang Perseroda is a bank owned by the Jomb disln'cl 8 which
operates in the financial services sector,PT BPR Bank Jombang P i to imp and

provide the best service to all Jombang people, in line with the Vlsmn of Rulmng PT. BPR Bank
Jombang \hhldl is Imlthy. competitive, safe and trusted. Providing excellent service with a focus on
ional human r and having a performance-driven culture, and a
productive wnvennonnl work network by impl. ional and risk 2 excellence
pnncnplcs PT BPR Bank Jombang Perseroda has dcvclopcd well, and the i mcmasc in assets each year
is ifi but the problems that still arise in the arganization are high employee anxiety, duc to the
rapid develop of fi i hnology (i histicated), and the level of trust is still
relatively low and the Intention To Leave is s1|ll not good bewmmg a phenomenon in this study.

6,'1

‘
i
{

q

Figure I.l. Ovcrlay Visualizmiun

Several studies have e ion to leave and employee
performance with activitics carried out by the company. By using VOSviewer software and metadata
from Publish or Perish with the keyword intention to leave, 20 items and 4 research clusters were
obtained which were distinguished by color that discussed the research topic about intention to leave
having several relationships. This can be seen from the Overlay Visualization in Figure 1.1
Meanwhile, when viewed from the research density visualization, intention to leave shows an almost
bright image. This shows that research on intention to leave has not been done much by rescarchers.
Density visualization can be seen in Figure 1.2,




Figure 1.2. Density visualization

Based on the literature review conducted. the relationship between Anxiety, It Capability,

Trust, Intention To Leave and Employee Performance has not been widely studied and this study was
conducted to fill this gap, and create a model with intention to leave as an intervening variable, which
has not been widely studied especially in the banking sector. Therefore, this study aims (o explore the
relationship between the five aspects in the banking sector at PT BPR Bank Jombang Perseroda. By
making the Imention To Leave variable a moderating variable, it becomes novelty in this study. Based
on the available liverature, the following hypotheses are developed:

H1:
H2:
H3:

H4:
H5:

He:
H7:
H&:
HY:

HI:

Anxieivhave a significant impact ondnfeniion fo Leaveat PT BPR Bank Jombang Perseroda
Anxvievhave a significant impact onEmployee Performance of PT BPR Bank Jombang Perseroda.
Anxievhave a significant impact onEmployee Performance is Mediated by Intention to Leave
PT BPR Bank Jombang Perscroda.

Ht Capabilitvhave a significant impact ondnrention to Leaveat PT BPR Bank Jombang Perseroda.
i Capabilitvhave a significant impact onEmployee Performance at PT BPR Bank Jombang
Perseroda.

Nt Capabilivhave a significant impact onEmployee Performance is Mediated by Intention to
Leave PT BPR Bank Jombang Perseroda.

Trusthave a significant impact onfutention to Leaveat PT R Bank Jombang Perseroda.
Trusthave a significant impact onEmployee Performance at PT BPR Bank Jombang PerseffEh.
Trusthave a significant impact onEmployee Performance Mediated by Intention to Leave at FT
BPR Bank lombang Perseroda.

Turention 1o Leavehave a significant impact onEmployee performance at PT BPR Bank Jombang
Perseroda.

A research framework that describes the relationship between research variables can be built

based on the problems and literature review shown in Figure 1.

Figure 1: Research Conceptual Framework
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2. RESEARCH METHODOLOGY

This rescarch is a causal rescarch. The population of this study was all employees at PT BPR
Bank Jombang Perseroda, totaling 231 employees (Malhotra & Birks, 2007). With a definite
population, to obtain the mini ber of samples using the Slovin formula with a margin of error
of 5 and ar h ple of 90 respondents (Slovin, 1960). The study used a purposive

ing method with the sample criteria used being employees who had worked for at least | year.
The analysns technique used SEM (Structural Equation Modeling) with the help of Warp PLS (Warp
Partial Least Square) software.

The data source in this study is primary data, d from questi irer Data were
collected by providing several in the questi i and about their dcmographlc factors,
perceptions of responses using a S-level Likert scale with a score interval of 1 (strongly disagree) to 5
(strongly agree), then descriptive statistical analysis and hypothesis testing were carried out.

S

3. RESULTS
Description of respondents including gender, age, education level, and marital status is shown
in Table | as follows:

Table |. Characteristics of respond (N = 90)

Characteristics Frequency ::j:)“lllﬂt
Gender Male 61 678
Male 29 322
Age < 30ycars 8 200
31-40years 59 65.5
> 40years 13 145
Education Level SENIOR HIGH 10 111
SCHOOL 27 30
Diploma 53 589
length of work < lyears 12 133
1-4years 67 74.5
> 4ycars 11 122

Descriptive data analysis of 90 respondents showed that: the gender of respondents was
dominated by men (67.8%). Respondent characteristics based on age, dominated by the age range of
31-40 years, which is 65.5%, at the age of =40 years, as much as 14.5%, and at the age of <30 years,
as much as 20.0% of respondents. The education level of the majornity of respondents was Bachelor's
degree which reached 58.9%, diploma reached 30.0% and the rest were educated at High school level
10.0%. §8ngth of work was dominated in the range of 1-4 years, wighh is 74.5%.

The goodness of fit model is analyzed from the value of Average Path Coefficient (APC),
Average R Squared (ARS), Average adjusted R-squared (AARS) and Average Variance Inflation
Factor (AVIF). Table 2 shows the results of the analysis. Where AVIF and APC indicate the
multicollinearity of independent variables and their relationships, The evaluation data informs that the
model is acceptable.




7]
Table 2, Geodness of fit model

Resulis Value P-Value Criteria Description
| Average path coefficient 0,342 0.000 < L5 Supported
Average R-squared 0.772 0.000 < (L05 Supported
Average adjusted R- 0.766 0.000 =003 Supported
squared )
Average block VIF 3.906 0.000 =5.000 Supported

Source: WarpPLS Output

ValiditgiTest of Research Variahles

Discriminant validity is indicated by the AVEs (square roots of average variance exiracted)
value, where the AVE s value is in the diagonal position in the correlations among latent vanables
output of WarpPL5, and the expected value is greater than the correlation value in the same block.
Based on Table 3, the value in the diagonal block is greater than the value in the same block. Thus, all
variables meet the criteria for discriminant validity.

Table 3. Correlations among latent variahles

Variable Anxiety It_Capa Trust Intent Emp_Per
Anxiety 520 0,646 0.493 0,653 0513
It Capa 0.646 0.744 0.667 0683 0.430
Trust 0.493 0.667 0.739 0479 0314
Inicnt 0653 0683 0.479 0.774 (459
Emp Per 0513 04300 0314 0459 L4

Sourge: WarpPLS Output

Reliabify Test of Research Variables
The reliability test of research variables is measured using two eriteria, namely composite
reliability and Cronbach's alpha
Tuble 4. Reliability Test Resulis

Cut Off Value | Anxiety| It_Capa  Trust | Intent | Emp_Per Nutes
Crifbach's
D673 | B7: | @77 | mes1 | 0729
| Alpha_| "0 Al items meet the
(R:T"{“W'}:'i—:; 507| 6732 | o787 | 082 | 0816 | 0738 requirements

Source: WarpPL5S Output

(1]
Table 4 shows that the cronbach alpha value of each variable is greater than 0.6. Also, the
composite reliability value is greater than 0.7. Therefore, all constructs have met the requirements.
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l gure 1. Coefficient of research model path (B= coefficient; p=probability:
R2=determination)

Hypothesis testing
Hypothesis testing is camed out based on the estimated significance values of the
research model parameters as shown in Table5,

Table 5. Hypothesis Testing
Standardized

H | Relationship Coelficient P Deecision

HI Anxiety 2Intention to Leave 0338 0000 accepied

H2 | Anviety *Employec performance 0.493 0.000 | accepted

Ha Anxiery -)Isnncntlm to Leave *Emploves 0.078 0.048 | accepted
performance

H4 | IT Capability =Intention o Leave 0.689 G000 | accepied

H5 | IT Capability = Employee performance 0.297 0000 | accepted
IT Capability Intention to Leave =*Employee

Hi performance 0,160 0002 | accepted

H7 Trist =¥ Intention to Leave 0135 0045 | accepted

H&8 Triest < Emplovee performance 0212 D04 accepted
Trast = Intention to Leave—= Employes .

HY performance 0.031 0293 | rejected

HID | fetertion i Leave - Employee performance 0,232 0000 | accepted

Source: WarpPLS Output

4. DISCUSSION AND CONCLUSION

This study found that Employee Performance ai PT BPR Bank Jombang Perseroda can be
explained significantly by the variables: anxicty, [T Capability, trust and Intention to Leave, This study
also proves that Intention to Leave is a positive intervening variable in this study. For clarity, the
discussion and discussion of the research results are carried out one by one as follows:




4.1. Anxiervhas a significant effect on Intention to Leave

The findings of this siudy inform thatanxiery have a significant impact ondmention fo Leave.
thus thatamxiery o give reinforcement tofusention to Leave. this evidence shows thatanvienemployeeat
PT BPR Bank Jombang Perseroda according to respondents, it still exists and is good, This is reflected
in the respondents’ answers which state that employees often feel worried about what will happen in
the future, and feel anxious for no apparent reason about tomorrow. Even emplovees often avoid
situations that make them feel threatened, and feel the need to protect themselves from possible threats.

This research, in accordance with Wahyudi (2023) showed that work anxiety hi a positive
effect on employee turnover intentions. Also in accordance with the findings of Damar et al. (2007)
which states that work stress has a negative effect on tumover intentions. Yaniciogly & Kizanhkh
(201 8) also showed that anxiery iraits are positively related 1o tumaover intentions. In addition, anxiety
traits affect employee fatigue. Widati & Muafi (2020) stated that the meaning of work and job
satisfaction have a negative effect on Intention 1o Leave.

4.2, Anxieryhas a significant impact En Employee Performance

The findings of this siudy inform thaianviedn has a significant influence on employee
performance. Thus, thaignieny provide reinforcement to employee performance. This evidence shows
thatanyiery at PT BPR Bank Jombang Perseroda according to respondents still exist, This is reflected
in the respondents’ answers which stated that employees oflen feel doubtful and afraid when they have
to make imporant decisions, and are afraid that the decisions made will bring negative consequences.
Even often remembering bad experiences that have been experienced, and fecling anxious when facing
situatidfs that are similar to past trauma.

The results of this study are in accordance with the findings of Qin et al. (2023 ) who found that
depression, anxiety, and emotional exhaustion showed a significam positive effect on the desire o
change jobs. Emotional exhaustion plays a partial mediating role berween depression/anxiety and the
desire to change jobs, while depression/anxiety does not play a significant mediating role between
emotional exhaustion and the desire 1o change jobs, Nindya Dwi (2022) showed that anxiery has a
significant effect on employee performance, and Atmaprawira ct al, (2021) stated that anxicty affects
performance,

4.3, AngPpivhas a significant influence on Employee Performance through Intention to Leave

The findings of this study inform that anxiety has a significant effect on employee
performance through employee Intention to Leave. Thus, anxiety provides reinforcement to
emplovee performance through employee Intention 1o Leave. This informs that Intention to Leave is
a good intervening variable, in the relationship between anxiety and employee performance at PT
BPR Bank Jombang Perseroda. Thus, to improve employee performance can be done through the
anxiety variable and the Intention 1o Leave variable. a
4.4. Technological capabilities have a significant impact on employee performance

The findings of this study inform that [T Capability has a significant effect on Intention o
Leave, TlalmT{'apehility provides reinforcement te Intention to Leave, This evidence shows that 1T
Capability at PT BPR Bank Jombang Perseroda according to respondents is good. This is reflected in
the respondents’ answers stating that the organization has adequate hardware to support information
technology operations, and the software used by the organization is always updated as needed, The
organiffJon even has workers who have expertise in the field of information technology,

The results of this study are in accordance with the indings of Mursyid (201 1) which show that
information technology has a positive effect on managerial performance, Renaldi (2022) stated thai
mastery of Information Technology has an effect on Employee Performance. Furthermore, Lestan &
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Diana (2023) proved that fatigue and job satfffaction have an effect on tumover.
4.5, IT Capabifityhas a significant impact on Employee Performance

The findings of this study inform that IT Capability has a significant effiect on emplovee
performance. Thus, IT (gEjbility provides reinforcement to employee performance. This evidence
shows that IT Capability of employees at PT BPR Bank Jombang Perseroda according to respondents
is good. This is reflected in the respondents’ answers stating that employees in the organization are
able to use information fechnology in carrying out their duties. Even the orgamization's management
has a good understanding of the importance of information technology, and management is able to
adapt iErapid technological developments.

This study is in accordance with the findings of Kunduw et al. {2021) which proves that high-
performance work systems mediate the relationship between business strategies (especially innovation
aid quality improvement strategies) and employee tumover intentions. [t further shows that the
mediated relationship between quality improvement and imnovation strategics, high-performance work
systemns, and employee fnover intentions has no impact.

b IT Capabilityhas a significant influence on Emplovee Performance through Intention to

The findings of this study inform that IT Capability has a significant effect on employee
performance through employee Intention o Leave. Thus, IT Capability provides reinforcement to
cmplnyw Fﬁnmancc through employee Intention to Leave. This informs that Intention to Leave is
a pood intervening vanable, in the relationship between [T Capability and emplovee performance at
PT BPR Bank Jombang Perseroda.

4.7. Trusthas a significant effect on Intention to Leave

The findings of this study inform that trust has a signi ficant effect on Intention 1o Leave. Thus,
trust provides reinforcement to Intention to Leave. This evidence shows that trust in PT BPR Bank
Jombang Perseroda sccording 1o respondents is good This is reflected in the respondents’ answers
stating that employees believe that their coworkers have sufficient skills to carry out their duties, and
the organization employs people who are competent in their fields. Even rl feel comfortable sharing
important information with coworkers, and respondents believe that the organization acts with high
integriffn all its policies.

The resulis of this study are in accordance with the findings of Baina & Warsindah (2023)
which prove that there 15 2 negative influence between job satisfaction and turnover intefff§ns, and job
satisfaction can mediate the influence of organizational justice on furnover intentions, The results of
the study are also in accordance with the findings of Astuti (2011) which show that employee trust has
an effect on organizational performance. Mukri & Indrawati (2019) also show that tnist has an effect
on employee performance, [1]

4.8, Trusthas a significant impact on Employee Performance

The findings of this study inform that tnist has a significant effect on emplovee performiEjce.
Thus, trust provides reinforcement to employee performance. This evidence shows that truse at PT
BPR Bank Jombang Perseroda according to respondents is good. This is reflected in the respondents'
answers stating that coworkers are open in providing feedback and input, The organization has a
culture of honest and transparent communication. Even employees can rely on coworkers to complete
tasks well, and when facing problems, respondents can rely on the people around them to help.

The resulis of this siudy are in accordance with the statement of Hajar et al. (2018), which
staies that Irustaps intemnal development and maintenance among various groups in the company.
Also stated that trust is a positive expectation that others will not accept. Donni (2017}, stated that trust
15 an assessment of a person’s relationship with another person who will carry out cerain transactions
according to expectations in an environment full of uncertainty. Danni (2017}, also stated that trust is




a psychologiPpl area that is a concern for accepting what is based on expectations of good behavior
from others. The results of this study are in accordance with the findings of Rodwell et al. {2017y which
proves that rusi is negatively related to the intention 1o quit. Monji & Ortlepp (2021 ) show that high
levels of trust in an organization result in low intentions 1o leave the organization,
4.9, Ti s mo significant effect on Employee Performance through Intention to Leave
findings of this study inform that trust has no significant effect on employee performance
through emplovee Intention to Leave. Thus, trust provides reinforcement 1o employee performance
through gpl.u}:: Intention to Leave. This informs that Intention to Leave is a less good infervening
varishle mn the relationship between trust and employee performance at PT BPR Bank Jombung
Perseroda,
4.0, Intention to Leavehas a significant impact on Employee Performance

The findings of this study inform that Intention to Leave has a significant effect on employee
performance. Thus, Intention to Leave provides reinforcement for employee performance, This
evidence shows that Intention to Leave at PT BPR Bank Jombang Perseroda according o respondents
stilloceurs. This is reflected in the respondents” answers which state that respondents often think about
leaving their current job, and feel unsure whether they will continue working at this company in the
long term. Respondents even have a strong desire to resign from this company, and are considering
the righfftime to leave their current job.

This study is in accordance with the findings of Tao et al. (2017) which shows that employees'
desire 1o leave has a negative effect on employee performance. Sari & Suprivadi (2019) stated that
Intent to quit has no effect on performance. Meanwhile, Novita (2021) stated that Intention to Leave
has a positive effect on employee performance.

CONCLUSION AND RECOMMENDATION

The findings of this study indicate that: Affiety has a positive and significant effect on
Intention to Leave and on employee performance.; Anxiety has a positive and significant effect on
employee performance through Intention to Leave ; 1T Capability has [Bpositive and significant effect
on Intention to Leave, and on employee performance.; IT Capability has a positive and insignificant
effect on employee performance through Intention to Leave.; Bjust has a positive and significant effect
on Intenticn to Leave, and on emplovee performance.; Trust has a positive and insignificant effect on
employee performance through Intention to Leave.; Intention to Leave has a positive and significant
effect on employee performance of PT BPR Bank Jombang Perseroda.

For further research, it is necessary to expand the scope of the research, and it is also
recommended 1o conduct funther research on the influence of other factors that affE employee
performance and other variables, which are not yet part of this rescarch topic, where there are still
many other varables that can affect employes performance.
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Abstract. PT BPR Bank Jombang Perseroda has developed well, and the increase in assets each year is .rl_grlf ficant, bm‘ the
problems that still arise in the organization are bigh employee anxiety, due to the rapid develo of info /e
(increasingly sopbisticated), and the level of trust is still relatively low and Intention to Leave is still not good, Lwammg a
phenomenon in this study. The purpose of this study is to determine the effect of anxiety, IT Capability and trust on employee
performance with Intention to Leave as an Intervening variable at PT BPR Brmk Jombang Perseroda. This study uses a
quantitative method with primary data sources obtained from distrib ires. The population of the study were
employees of PT BPR Bank Jombang Perseroda. The selection of mpam/m/.r was mme{l onl wusing the saturated non-
probability sampling method with a total of 90 respondents. The data analysis method used descriptive analysis and SEM-
PLS analysis. The results showed that the variables anxiety, IT Capability and trust had a positive and significant effect on
employee performance through Intention to Leave of PT BPR Bank Jombang Perseroda employees.

Keywords: anxietIT Capability, trust, Intention to Leave, employee performance.

1. INTRODUCTION

As a financial institution, banking companies have a responsibility to provide
quality credit and banking services to the public. In carrying out these functions, the
quality of employee performance is one of the determining factors for the company's
success. Currently, although the company's target achievement is well maintained and
the company's performance is at a satisfactory level, there are several things that are
of concern related to the implementation of information technology in the company.

The improvement and renewal of IT capability carried out by the company as an
effort to upgrade the development of digitalization in the banking industry brings its
own challenges for some of the company's Human Resources (HR). Not all HR have
the same ability to adapt in facing this change, so anxiety arises related to the demands
of increasingly high technological mastery. This anxiety, if not handled properly, has
the potential to reduce work comfort and trigger employee intentions to leave the
company (intention to leave). Trust in management and the systems implemented is
also an important factor in supporting adaptation to technological change. Human

Resources (HR) who have a high level of trust tend to be more open in facing change,
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while those who doubt the company's policies or direction can feel uncertainty that
increases their anxiety.

Any change in a company will cause a different response in the company's Human
Resources (HR). Human Resources (HR) is one of the determinants of a company's
success. Quality HR is needed to ensure operational effectiveness and increase the
company's competitiveness. Human resources include aspects of thinking,
communicating, and carrying out technical and managerial tasks by prioritizing good
ethics. However, employee performance often does not meet expectations, making it
a challenge for management. Therefore, understanding the factors that influence
employee performance is very important.

Junianto et al. (2020) stated that performance is the result of work and
responsibilities carried out by employees. To achieve optimal performance, companies
need to have professional and high-potential resources. According to Erlani et al.
(2024), performance reflects a person's level of success in carrying out tasks and their
ability to achieve predetermined targets. Maximum employee performance is not only
beneficial for individuals but also has a positive impact on the organization as a whole.
Factors such as supervision, motivation, and work discipline play an important role in
increasing organizational productivity (Mujanah & Utami, 2023; Sumiati, 2021).

Various factors can affect employee performance, including trust, anxiety levels,
skills in information technology, and turnover intention. Overall, studies on employee
performance have an important role in identifying influential factors, creating a
conducive work environment, and increasing company productivity. Several studies
have shown that trust, both in leaders and organizations, is one of the main factors
that drives high performance.

Trust is an important foundation in maintaining relationships between people that
play an important role in social interaction. Trust grows when there is an associative
relationship, mutual trust will create 2 good and maintained relationship and provide
positive benefits. Public trust is built with the process of reliability as proof and
fulfillment of the actions expected by individuals or groups. The strategy of
maintaining public trust is one of the benchmarks in building a good team because it
creates positive expectations for individuals or groups who have mutual interests.

Mahendra and Indriyani (2018) said that trust is an important part of providing a
sense of satisfaction because starting from trust will influence cooperation, the
existence of integrity in a person or group based on mutual trust is very important in

maintaining good relationships with fellow coworkers.
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Building trust can be done through the process of getting to know each other
between individuals. The length of time needed in the process of getting to know each
other becomes a learning point for someone in trust that can give birth to hope and
cooperation. Rahayu et al. (2016) stated that public trust is part of how to choose to
behave to provide a sense of satisfaction in providing services to the public. Creating
a sense of trust in the public can be done by listening to criticism and suggestions so
that later they can improve attitudes that are less pleasing. Creating a sense of mutual
trust in organizations or companies must be based on the public interest. Maintaining
public trust means giving the best for the public because both organizations and
companies cannot be separated from the public. Public trust can be interpreted
multidimensionally because the public's influence is very large for the continuity of the
organization or company. Putri & Kusumaputii (2014) showed that trust can improve
employee performance. While Rahayu et al. (2020), and Arisandi, & Mujanah (2023)
showed that It capability can improve company performance. Furthermore, Mukri &
Indrawati (2019) proved that trust has a significant influence on employee
performance. Meanwhile, Astuti (2021) stated something different that trust has no
significant effect on employee performance. On the other hand, Mujanah & Aini
(2020) stated that working conditions affect employee performance. Kumiawati &
Mujanah (2021) proved that the work environment affects employee performance, and
Sumiati & Pratiwi (2018) stated that organizational commitment also affects employee
performance.

The development of information technology has brought major changes to companies,
information technology has not only changed the way companies conduct business activities,
but has also changed the company’s business perspective and business processes. In order to
survive in this technological era, of course, companies must also camy out digital
transformation. The key to a company's success in carrying out this digital transformation lies
not only in the information technology capabilities it has, but is also influenced by the
company's ability to manage and utilize it. Jakop (2024) states that the ability of information
technology in managing work can reduce employee tumover intention.

Turnover intention is an important phenomenon in the context of human resource
management and organizations. It refers to the tendency or desire of a person to leave
their job and seek new employment opportunities elsewhere. High levels of turnover
intention can be a signal of problems within the organization, such as job
dissatisfaction, lack of commitment, or incompatibility between individuals and their
work environment. Asmara (2017) and Kusumah, & Ilsyas (2022) showed that
turnover intention affects employee performance. While Wahyudi (2023) showed that

work anxiety, psychological contracts affect tumnover intention. And Azmi & Yoga
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(2024) showed that psychological contracts and work stress significantly affect
turnover intention.

PT. BPR Bank Jombang Perseroda is a bank owned by the Jombang district
government which operates in the financial services sector. PT BPR Bank Jombang
Perseroda continues to improve and provide the best service to all Jombang people,
in line with the Vision of Realizing PT. BPR Bank Jombang which is healthy,
competitive, safe and trusted. Providing excellent service with a focus on customers
through professional human resources and having a performance-driven culture, and
a productive conventional work network by implementing operational and risk
management excellence principles. PT BPR Bank Jombang Perseroda has developed
well, and the increase in assets each year is significant, but the problems that still arise
in the organization are high employee anxiety, due to the rapid development of
information technology (increasingly sophisticated), and the level of trust is still
relatively low and the Intention To Leave is still not good, becoming a phenomenon

in this study.

Figure 1. Overlay Visualization

Several studies have examined the relationship between intention to leave and
employee performance with activities carried out by the company. By using
VOSviewer software and metadata from Publish or Perish with the keyword intention
to leave, 20 items and 4 research clusters were obtained which were distinguished by
color that discussed the research topic about intention to leave having several
relationships. This can be seen from the Overlay Visualization in Figure 1.1.
Meanwhile, when viewed from the research density visualization, intention to leave
shows an almost bright image. This shows that research on intention to leave has not

been done much by researchers. Density visualization can be seen in Figure 2.
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Figure 2. Density visualization

Based on the literature review conducted, the relationship between Anxiety, It
Capability, Trust, Intention To Leave and Employee Performance has not been widely
studied and this study was conducted to fill this gap, and create a model with intention
to leave as an intervening variable, which has not been widely studied especially in the
banking sector. Therefore, this study aims to explore the relationship between the five
aspects in the banking sector at PT BPR Bank Jombang Perseroda. By making the
Intention To Leave variable a moderating variable, it becomes novelty in this study.

Based on the available literature, the following hypotheses are developed:

H1: Anxienhave a significant impact onlntention to Leaveat PT BPR Bank
Jombang Perseroda.

H2: Anxienhave a significant impact onEmployee Performance of PT BPR
Bank Jombang Perseroda.

H3: Anxietthave a significant impact onEmployee Performance is Mediated by
Intention to Leave PT BPR Bank Jombang Perseroda.

H4: It Capabilitthave a significant impact onlutention to Leaveat PT BPR Bank
Jombang Perseroda.

H5: It Capabiliyhave a significant impact onEmployee Performance at PT BPR
Bank Jombang Perseroda.

Ho: It Capabilihave a significant impact onEmployee Performance is Mediated
by Intention to Leave PT BPR Bank Jombang Perseroda.

H7: Trusthave a significant impact onlutention to Leaveat PT BPR Bank Jombang
Perseroda.

HS: Trusthave a significant impact onEmployee Performance at PT BPR Bank
Jombang Perseroda.

H9: Trusthave a significant impact onEmployee Performance Mediated by
Intention to Leave at PT BPR Bank Jombang Perseroda.

H10: Intention to Leavehave a significant impact onEmployee performance at PT

BPR Bank Jombang Perseroda.
A research framework that describes the relationship between research variables

can be built based on the problems and literature review shown in Figure 1.
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Figure 3: Research Conceptual Framework

RESEARCH METHODOLOGY

This research is a causal research. The population of this study was all employees at
PT BPR Bank Jombang Perseroda, totaling 231 employees (Malhotra & Bitks, 2007).
With a definite population, to obtain the minimum number of samples using the Slovin
formula with a margin of error of 5 percent, and a research sample of 90 respondents
(Slovin, 1960). The study used a purposive sampling method with the sample criteria
used being employees who had worked for at least 1 year. The analysis technique used
SEM (Structural Equation Modeling) with the help of Warp PLS (Warp Partial Least
Square) software.

The data source in this study is primary data, obtained from questionnaire
responses. Data were collected by providing several statements in the questionnaire
and about their demographic factors, perceptions of responses using a 5-level Likert
scale with a score interval of 1 (strongly disagree) to 5 (strongly agree), then descriptive

statistical analysis and hypothesis testing were caried out.

RESULTS
Description of respondents including gender, age, education level, and marital
status is shown in Table 1 as follows:

Table 1. Characteristics of respondents (N = 90)

Ch Freq y P ge (%)
Gender Male 61 67.8
Male 29 322
Age < 30years 18 20.0
31-40years 59 65.5
> 40years 13 14.5
Education Level SENIOR HIGH SCHOOL 10 11.1

Diploma 27 30

Bachelor 53 58.9
length of work < lyears 12 133
1-4years 67 74.5
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Descriptive data analysis of 90 respondents showed that: the gender of respondents
was dominated by men (67.8%). Respondent characteristics based on age, dominated
by the age range of 31-40 years, which is 65.5%, at the age of >40 years, as much as
14.5%, and at the age of <30 years, as much as 20.0% of respondents. The education
level of the majority of respondents was Bachelor's degree which reached 58.9%,
diploma reached 30.0% and the rest were educated at High school level 10.0%. Length
of work was dominated in the range of 1-4 years, which is 74.5%.

The goodness of fit model is analyzed from the value of Average Path Coefficient
(APC), Average R Squared (ARS), Average adjusted R-squared (AARS) and Average
Variance Inflation Factor (AVIF). Table 2 shows the results of the analysis. Where
AVIF and APC indicate the multicollinearity of independent variables and their
relationships. The evaluation data informs that the model is acceptable.

Table 2. Goodness of fit model

Results Value | P-Value | Criteria | Description

Average path coefficient 0.342 0.000 <0.05 | Supported

Average R-squared 0.772 0.000 < 0.05 Supported
Average adjusted R-squared | 0.766 | 0.000 <0.05 | Supported
Average block VIF 3906 | 0.000 | <5000 | Supported

Source: WarpPLS Output
Validity Test of Research Variables

Discriminant validity is indicated by the AVEs (square roots of average variance
extracted) value, where the AVE,s value is in the diagonal position in the correlations
among latent variables output of WarpPLS, and the expected value is greater than the
correlation value in the same block. Based on Table 3, the value in the diagonal block

is greater than the value in the same block. Thus, all variables meet the criteria for

discriminant validity.

Table 3. Correlations among latent variables

Variable Anxiety | It_Capa Trust | Intent | Emp_Per
Anxiety 0.820 0.646 0.493 | 0.653 0513
It_Capa 0.646 0.744 0.667 | 0.683 0.430
Trust 0.493 0.667 0.739 | 0479 0314
Intent 0.653 0.683 0479 | 0.774 0.459
Emp_Per 0.513 0.430 0.314 | 0.459 0.644

Source: WarpPLS Output
Reliability Test of Research Variables

The reliability test of research variables is measured using two criteria, namely

composite reliability and Cronbach's alpha.

185
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Table 4. Reliability Test Results

Cut Off Value Anxiety | It_Capa | Trust | Intent | Emp_Per Notes

Cronbach's Alpha ] >06| 0673 0.792 0.717 | 0.661 0.729

Composite Reliability | > 0.7 [ 0.732 0.787 | 0.826 | 0.816 0.738
Source: WarpPLS Output

All items meet the requirements

Table 4 shows that the cronbach alpha value of each variable is greater than 0.6.

Also, the composite reliability value is greater than 0.7. Therefore, all constructs have

met the requirements.

Figure 4. Coefficient of research model path (B= coefficient; p=probability;
R2=determination)
Hypothesis testing

Hypothesis testing is carried out based on the estimated significance values of the
research model parameters as shown in Table5.

Table 5. Hypothesis Testing

H Relati h 'A S dardi d Coefflcient P Decisiun
H1 | _Anviety Dntention to Leave 0.338 0.000 | accepted
H2 | Anxiety ?Employee performance 0493 0.000 | accepted
H3 | Anxiety > Intention to Leave>Employee performance 0078 0.048 | accepted
H4 | IT Capability DIntention to Leave 0.689 0.000 | accepted
H5 | IT Capability > Employee performance 0.297 0.000 | accepted
H6 | IT Capability D1 ion to Leave ?Employee performance 0.160 0.002 -pted
H7 | Trust D1 ion to Leave 0.135 0.045 | accepted
H8 | Trust > Employee performance 0.212 0.004 | accepted
HY | Trust DT ion to Leave—> Employee performance 0.031 0.293 | rejected
H10 | Intention to Leave - Employee performance 0.232 0.000 | accepted

Source: WarpPLS Output

4.  DISCUSSION AND CONCLUSION
This study found that Employee Performance at PT BPR Bank Jombang Perseroda
can be explained significantly by the variables: anxiety, IT Capability, trust and

Intention to Leave. This study also proves that Intention to Leave is a positive
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intervening variable in this study. For clarity, the discussion and discussion of the
research results are carried out one by one as follows:
Anxietyhas a significant effect on Intention to Leave

The findings of this study inform thatanxiety have a significant impact onlntention to
Leave. thus thatanxiety to give reinforcement tolnzention to Leave. this evidence shows
thatanxietyemployeeat PT BPR Bank Jombang Perseroda according to respondents, it
still exists and is good. This is reflected in the respondents' answers which state that
employees often feel worried about what will happen in the future, and feel anxious
for no apparent reason about tomorrow. Even employees often avoid situations that
make them feel threatened, and feel the need to protect themselves from possible
threats.

This research, in accordance with Wahyudi (2023) showed that work anxiety has a
positive effect on employee turnover intentions. Also in accordance with the findings
of Damar et al. (2017) which states that work stress has a negative effect on turnover
intentions. Yazicioglu & Kizanlikli (2018) also showed that anxiety traits are positively
related to turnover intentions. In addition, anxiety traits affect employee fatigue.
Widati & Muafi (2020) stated that the meaning of work and job satisfaction have a
negative effect on Intention to Leave.

Anxietyhas a significant impact on Employee Performance

The findings of this study inform thatanxiefy has a significant influence on employee
performance. Thus, thatanxiety provide reinforcement to employee performance. This
evidence shows thatanxiety at PT BPR Bank Jombang Perseroda according to
respondents still exist. This is reflected in the respondents' answers which stated that
employees often feel doubtful and afraid when they have to make important decisions,
and are afraid that the decisions made will bring negative consequences. Even often
remembering bad experiences that have been experienced, and feeling anxious when
facing situations that are similar to past trauma.

The results of this study are in accordance with the findings of Qin et al. (2023)
who found that depression, anxiety, and emotional exhaustion showed a significant
positive effect on the desire to change jobs. Emotional exhaustion plays a partial
mediating role between depression/anxiety and the desire to change jobs, while
depression/anxiety does not play a significant mediating role between emotional
exhaustion and the desire to change jobs. Nindya Dwi (2022) showed that anxiety has
a significant effect on employee performance, and Atmaprawira et al. (2021) stated

that anxiety affects performance.
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Anxietyhas a significant influence on Employee Performance through
Intention to Leave

The findings of this study inform that anxiety has a significant effect on employee
petformance through employee Intention to Leave. Thus, anxiety provides
reinforcement to employee performance through employee Intention to Leave. This
informs that Intention to Leave is a good intervening variable, in the relationship
between anxiety and employee performance at PT BPR Bank Jombang Perseroda.
Thus, to improve employee performance can be done through the anxiety variable and
the Intention to Leave variable.

Technological capabilities have a significant impact on employee
performance

The findings of this study inform that IT Capability has a significant effect on
Intention to Leave. Thus, IT Capability provides reinforcement to Intention to Leave.
This evidence shows that IT Capability at PT BPR Bank Jombang Perseroda according
to respondents is good. This is reflected in the respondents' answers stating that the
organization has adequate hardware to support information technology operations,
and the software used by the organization is always updated as needed. The
organization even has workers who have expertise in the field of information
technology.

The results of this study are in accordance with the findings of Mursyid (2011)
which show that information technology has a positive effect on managerial
performance. Renaldi (2022) stated that mastery of Information Technology has an
effect on Employee Performance. Furthermore, Lestari & Diana (2023) proved that
fatigue and job satisfaction have an effect on turnover.

IT Capabilityhas a significant impact on Employee Performance

The findings of this study inform that IT Capability has a significant effect on
employee performance. Thus, IT Capability provides reinforcement to employee
performance. This evidence shows that IT Capability of employees at PT BPR Bank
Jombang Perseroda according to respondents is good. This is reflected in the
respondents' answers stating that employees in the organization are able to use
information technology in carrying out their duties. Even the organization's
management has a good understanding of the importance of information technology,
and management is able to adapt to rapid technological developments.

This study is in accordance with the findings of Kundu et al. (2021) which proves
that high-performance work systems mediate the relationship between business

strategies (especially innovation and quality improvement strategies) and employee
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turnover intentions. It further shows that the mediated relationship between quality
improvement and innovation strategies, high-performance work systems, and
employee turnover intentions has no impact.

IT Capabilityhas a significant influence on Employee Performance through
Intention to Leave

The findings of this study inform that IT Capability has a significant effect on
employee performance through employee Intention to Leave. Thus, IT Capability
provides reinforcement to employee performance through employee Intention to
Leave. This informs that Intention to Leave is a good intervening variable, in the
relationship between IT Capability and employee performance at PT BPR Bank
Jombang Perseroda.

Trusthas a significant effect on Intention to Leave

The findings of this study inform that trust has a significant effect on Intention to
Leave. Thus, trust provides reinforcement to Intention to Leave. This evidence shows
that trust in PT BPR Bank Jombang Perseroda according to respondents is good. This
is reflected in the respondents' answers stating that employees believe that their
coworkers have sufficient skills to carry out their duties, and the organization employs
people who are competent in their fields. Even 1I feel comfortable sharing important
information with coworkers, and respondents believe that the organization acts with
high integrity in all its policies.

The results of this study are in accordance with the findings of Baina & Warsindah
(2023) which prove that there is a negative influence between job satisfaction and
turnover intentions, and job satisfaction can mediate the influence of organizational
justice on turnover intentions. The results of the study are also in accordance with the
findings of Astuti (2011) which show that employee trust has an effect on
organizational performance. Mukri & Indrawati (2019) also show that trust has an
effect on employee performance.

Trusthas a significant impact on Employee Performance

The findings of this study inform that trust has a significant effect on employee
performance. Thus, trust provides reinforcement to employee performance. This
evidence shows that trust at PT BPR Bank Jombang Perseroda according to
respondents is good. This is reflected in the respondents' answers stating that
coworkers are open in providing feedback and input. The organization has a culture
of honest and transparent communication. Even employees can rely on coworkers to
complete tasks well, and when facing problems, respondents can rely on the people

around them to help.
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The results of this study are in accordance with the statement of Hajar et al. (2018),
which states that trust helps internal development and maintenance among various
groups in the company. Also stated that trust is a positive expectation that others will
not accept. Donni (2017), stated that trust is an assessment of a person's relationship
with another person who will carry out certain transactions according to expectations
in an environment full of uncertainty. Donni (2017), also stated that trust is a
psychological area that is a concern for accepting what is based on expectations of
good behavior from others. The results of this study are in accordance with the
findings of Rodwell et al. (2017) which proves that trust is negatively related to the
intention to quit. Monji & Ortlepp (2021) show that high levels of trust in an
organization result in low intentions to leave the organization.

Trustas no significant effect on Employee Performance through Intention to
Leave

The findings of this study inform that trust has no significant effect on employee
performance through employee Intention to Leave. Thus, trust provides
reinforcement to employee performance through employee Intention to Leave. This
informs that Intention to Leave is a less good intervening variable in the relationship
between trust and employee performance at PT BPR Bank Jombang Perseroda.
Intention to Leavehas a significant impact on Employee Performance

The findings of this study inform that Intention to Leave has a significant effect on
employee performance. Thus, Intention to Leave provides reinforcement for
employee performance. This evidence shows that Intention to Leave at PT BPR Bank
Jombang Perseroda according to respondents still occurs. This is reflected in the
respondents' answers which state that respondents often think about leaving their
current job, and feel unsure whether they will continue working at this company in the
long term. Respondents even have a strong desire to resign from this company, and
are considering the right time to leave their current job.

This study is in accordance with the findings of Tao et al. (2017) which shows that
employees' desire to leave has a negative effect on employee performance. Sari &
Supriyadi (2019) stated that Intent to quit has no effect on performance. Meanwhile,
Novita (2021) stated that Intention to Leave has a positive effect on employee

performance.

CONCLUSION AND RECOMMENDATION
The findings of this study indicate that: Anxiety has a positive and significant effect

on Intention to Leave and on employee performance.; Anxiety has a positive and
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significant effect on employee performance through Intention to Leave.; IT Capability
has a positive and significant effect on Intention to Leave, and on employee
performance.; IT Capability has a positive and insignificant effect on employee
performance through Intention to Leave.; Trust has a positive and significant effect
on Intention to Leave, and on employee performance.; Trust has a positive and
insignificant effect on employee performance through Intention to Leave.; Intention
to Leave has a positive and significant effect on employee performance of PT BPR
Bank Jombang Perseroda.

For further research, it is necessary to expand the scope of the research, and it is
also recommended to conduct further research on the influence of other factors that
affect employee performance and other variables, which are not yet part of this
research topic, where there are still many other variables that can affect employee

performance.
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