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INTRODUCTION

The level of interaction and suitability of (Navio-Marco et al., 2019) the
organization in placing and assessing the role of its human capital, more than just
placing HR at the level of organizational rhetoric . However, the main problem
lies in the effort to find the right and unique HR strategy that is in accordance
with the potential of the resources that are owned, the social and cultural
environment of the organization. Because of that, a special strategy is needed to
integrate HR management as a multidimensional process with HR strategy in
order to be able to provide maximum contribution to the organization (Bas, 2012).
Organizations that do not have defined human resources (HR) policies, or that
do not take human resources into account when selecting business strategies,
suffer a competitive disadvantage compared to companies that do. The human
resources (HR) literature has recently used the term 'strategic' to describe the type
of human resources (HR) that makes human factors an integral part of broad-
based long-term planning for implementing organizational goals (Kang & Lee,
2021). Employee performance is the achievement of the company or business unit
that influences the success and sustainability of the business. Performance that is
supported by the performance of skilled and creative employees is a positive side
in increasing company profits.

In research on employee performance, it is very difficult to maintain
company profits if employees are not supported by work knowledge and work
skills. Therefore, in improving employee performance, the company's support is
needed to increase work knowledge, work ability in employee self-development
(Vdovina et al., 2022). According to the theory of organizational behavior, states
that human resources are the quality of work done by a person/employee in
producing goods/services and has economic value to increase profits and to
meet their needs (Opatha, 2013). Work ability is a condition that exists in workers
who are truly efficient and effective in completing the specified work field. The
ability of employees seen from the potential, intellectual ability is intelligence.
Meanwhile, physical abilities are work skills.

Ability is something that is owned by an individual to carry out the task
or work assigned to him (Faeni, 2016). Based on the explanation of the experts
above, it can be concluded that work ability is the act of someone who can do
work according to the knowledge, educational background and experience they
have in their field of work. The leader is someone who is very important in an
institution or organization, both formal and non-formal organizations. An HR
strategy can only work properly if the implemented HR management policies
and practices are integrated with the HR strategy (Wediawati et al., 2020). The
level of interaction and suitability of HR strategy with HR management reflects
the seriousness and commitment of the organization in placing and assessing the
role of its human capital, more than just placing HR at the level of organizational
rhetoric.
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Bank Mandiri Palangka Raya branch has convenience with a variety of
financing services that are suitable for the needs of MSMEs. One of them is
people's business credit, which is credit/financing provided by banks to increase
the competitiveness capacity of MSMEs. So that an HR strategy is needed, Work.
Capability in increasing the success of KUR is right on target. Based on the results
of field observations, it shows that it is necessary to make system changes such
as providing education in improving work quality, providing education in
improving work ability. Thus, it is necessary to conduct research to lead to good
changes in the HR strategy variable in improving employee performance by
mediating work ability.

LITERATURE REVIEW

Work system design in HR strategy, integrating what employees do and
what employees need related to work and connecting with other jobs (Rombaut
& Guerry, 2020). The five core dimensions of work include: Skill diversity, Task
identity, Task significance, Autonomy and Feedback. In the conception of the
application of HR, it requires a variety of skills, task identity and task significance
have an impact on the meaningfulness experienced in doing work (Pak et al.,
2021). Autonomy has an impact on the outcome of the responsibility experienced
on work and feedback has an impact on knowledge and the actual results
experienced from work activities.

Hrm Strategies Improve Employee Performance

The word strategy is formed from the word stratu which means military
and which means leading. Strategy is a unified, comprehensive and integrated
plan that links the advantages of a company's strategy with environmental
challenges and is designed to ensure that the company's main goals can be
achieved through proper implementation by the company (Ghinea & Moroianu,
2016). Based on the review of some of the strategic concepts above, organizational
strategy can be defined as: a plan formulated by the organization as a result of an
in-depth study of the conditions of strengths and weaknesses (Anwaar et al.,
2016). Tools for the organization to achieve its goals. A set of internal and external
opportunities and threats Dynamic flow patterns are applied in line with the
decisions and actions chosen by the organization (Bruns, 2014).

HR strategy indicators are divided into several sections, namely: 1.
Development strategy, namely the ability of employees to develop ideas to work
well. 2. Motivational strategy, namely the ability of employees to be enthusiastic
in carrying out work. 3. Strengthening strategy, namely the ability of employees
to face problems and find solutions in teamwork. 4. Transfer strategy, namely the
ability of employees to share knowledge and information. Based on previous
theory and empirical studies, the following hypothesis is proposed: Hi. HR
strategy influences employee performance at Bank Mandiri Palangka Raya
Branch.
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Workability Improves Employee Performance

The ability of employees seen from the potential, intellectual ability is
intelligence (Talisayon, 2002). Meanwhile, physical abilities are knowledge skills.
Ability is something that is owned by an individual to carry out the task or work
assigned to him (Husain et al., 2022). Based on the explanation of the experts
above, it can be concluded that work ability is the act of someone who can do
work according to the knowledge, educational background and experience they
have in their field of work.

The factors that determine a person's work ability are educational factors
that are obtained regularly, systematically, multilevel or tiered and follow clear
requirements. Furthermore, the training factor, training materials, abilities that
have a significant effect on employee performance (Juned et al., 2021). A person's
background or personality which includes education, work training to show
someone in the past. The ability to work to improve performance results is a
result achieved by workers in their work according to certain criteria that apply
to a job (Sendawula & Nakyejwe Kimuli, 2019). According to the theory, ability
is competence in performance as a weapon in getting work performance, namely
the comparison between actual work results and established work standards,
from the ability to carry out work. Thus, work ability can improve performance
by focusing on work achievements. Based on the theory and previous empirical
studies, the hypothesis proposed is Hz: Work ability affects employee
performance at Bank Mandiri Palangka Raya Branch. Hs: HR strategy affects
work ability at Bank Mandiri Palangka Raya Branch.

Employee Performance

In general, performance is defined as a person's success in carrying out a
job. The definition of performance is the work results achieved by employees
based on job requirements (Sabuhari et al., 2020). An employee or employees are
said to have succeeded in carrying out their work or have good performance, if
the work results obtained are higher than the performance standard.
Performance is the result of work and work behavior that has been achieved in
completing the tasks and responsibilities given in a certain period. Employee
performance is a measure of work performance, namely the quality and quantity
of work completed by individuals, groups or organizations (Alefari et al., 2020).

Performance as a result of one's efforts is achieved with the ability and
actions in certain situations. So it can be said that work performance is the result
of the relationship between effort, ability and perception of the task. Effort is the
result of motivation that shows the amount of energy (physical or mental) used
by individuals in carrying out a task. While the ability is an individual
characteristic that is used in carrying out a job. Ability usually cannot be directly
affected in the short term. Furthermore, the perception of the task is an indication
in which individuals believe that they can realize their efforts at work (Wolor et
al., 2020). Employee performance can be measured by the following indicators:
Quantity of results, measured by employee perceptions of the number of
assigned activities and their results (Younas et al., 2022). The quality of the
results, measured from the employee's perception of the quality of the work
produced and the perfection of the task on the abilities and abilities of employees.
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Timeliness of results, measured from employee perceptions of an activity
completed from the initial time until it becomes output. Can finish at a
predetermined time and maximize the time available.

General Performance Factors is a range of performance factors that
represent the overall contribution of employees to the organization. Task
performance, namely employee behavior that is directed towards contributing to
the production of goods or services (Ghani Al-Saffar & Obeidat, 2020).
Declarative Knowledge is the employee's understanding of the tasks that need to
be completed to demonstrate work responsibilities. Procedural Skills and
Knowledge are the information and understanding employees need to perform
specific actions. Employee performance indicators are as follows: 1. Quality of
employee work, 2. Professional standards, 3. Quantity of employee work, 4.
Employee creativity. Based on the theory and previous empirical studies, the
hypothesis proposed is Hi: The Mediation Role of Work Ability in the
relationship between HR Strategy and Employee Performance at Bank Mandiri
Palangka Raya Branch.

METHODOLOGY

This research then looks at the existence of research phenomena and
theories as well as previous empirical studies, into a conceptual way of thinking
to answer HR problems and based on the conceptual research, the independent
or exogenous variables are: HR strategy, and the dependent variable is work
ability and employee performance. In other words, employee performance really
needs work ability driven by an HR strategy style to improve employee
performance. So this research has the following research framework:

Work
ability (2)

Employee
performance
)

HR Strategy
X)

Figure.1. Research Conceptual Framework

Quantitative research methods can be interpreted as research methods
based on the philosophy of positivism, used to examine certain populations or
samples, data collection wuses research instruments, data analysis is
quantitative/statistical in nature, with the aim of testing established hypotheses
(Nahan et al., 2019). Descriptive statistics. Descriptive statistics are used to
analyze data by describing or describing the data that has been collected as it is
without intending to make general conclusions or generalizations (Kristinae et
al., 2019). The sample used was a non-probability sampling technique (purposive
sampling). The sample was selected by the researcher according to the criteria
made in the study. Based on employee data at Bank Mandiri Palangka Raya
Branch, Central Kalimantan Province, there were 35 respondents. The analysis
tool used is PLS 3.0 with the statistical condition that the outer model indicator
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value is > 0.6, for hypothesis testing the t-statistic value is > 1.96 and the p-value
is <0.05.

RESEARCH RESULT AND DISCUSSION

This research was conducted using a questionnaire and data tabulation was
carried out. For the results of the instrument based on the outer loading values
presented in Figure 2. t, it can be seen that the loading factor values for all
reflective construct indicators are > 0.60, which means that all construct
indicators are valid. For the reliability value of Cronbach alpha > 0.7 (Kristinae et
al., 2020). It can be said that all the instruments used in this study have fulfilled
the criteria or are suitable for use in measuring the HR strategy variables, work
ability and employee performance.

Testing the path coefficient in this study examines the relationship between
the variables Work ability, HR Strategy and Employee Performance. From the
test results according to the rule of thumb testing the structural model, where the
relationship between variables considered to have a significant influence is the t-
statistic value > 1.96 at a = 0.05. These results will be used to test the proposed
research hypothesis.
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Figure.2Path Coefficient Diagram and Direct Effect Hypothesis Testing

In full, the following table will display the results of testing the relationship
between variables and the hypotheses related to this relationship.
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Table 1. Results of the Direct Effect Hypothesis Test
Origina T

Hypothe

Variable 1 statis result
sis ] Value*)
sample tic
HR — Employ
H, Strategy ee 0,528 3,865 0,000  accepted
Perform
ance
HR —  Work ted
Hp Strategy ability 0,680 9,417 0,000 accepte
Work — Employ
H, ability ee 0,381 2,042 0,041 accepted
Perform
ance

Source : authors, 2023

Table 1. shows that all hypotheses can be proven empirically (accepted).
Based on what is presented in the tables and figures, an analysis of the research
hypothesis can be carried out. The results of testing the direct effect hypothesis
can be explained as follows.

H;: Effect of HR strategy on employee performance

The test results show that there is sufficient empirical evidence to accept
this hypothesis. The path coefficient value of the relationship between HR
strategy variables on employee performance is 0.528 with a t-statistic value of
3.865 (> 1.96) and a P-value of 0.000 which is less than a = 0.05 which means it is
significant. The path coefficient is positive which means that this relationship is
unidirectional. From these results it can be concluded that the better the level of
HR strategy, the employee's performance will improve significantly.
Performance as a form of public assessment of service quality is basically an
accumulation of various assessment aspects given by stakeholders. The HR
management process which includes policies, strategies and practices that will
be implemented must always be linked and adapted to the formulation of the
implemented organizational strategy. Every change and adjustment of the
organization's strategic focus as a form of response to changes in the external
environment must always consider the ability to manage the utilization of the
potential of its human resources.

Designing HR systems and practices that are consistent with each other
(internal fit) is a basic prerequisite for enlarging the role of HR strategy in the
process of executing organizational strategy. In fact, the dynamics of internal
organizational processes is a learning process that must occur continuously. The
capabilities and competencies possessed will result in competitive capabilities if
they are not merely a reactive form of threats to changes in the organization's
external environment.

Hb: Effect of HR strategy on work ability
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The results of testing the effect of HR strategy on work ability can be proven
by looking at the estimated path coefficient value of 0.680 with a critical point
value (t-statistic) of 9.417 (> 1.96) and a P-value of 0.000 which is smaller than a
= 0.05 which means it is significant. The test results show that there is sufficient
empirical evidence to accept the hypothesis that the better the ability to work
from the encouragement of HR strategy. These results indicate that improving
HR strategies can improve work capabilities.

Ha: Effect of work ability on employee performance

The results of testing the effect of work ability on improving employee
performance can be proven by looking at the estimated path coefficient value of
0.381 with a critical point value (t-statistic) of 2.042 (> 1.96) or a P-value of 0.041
smaller than a = 0.05 which means significant . The test results show that there is
sufficient empirical evidence to accept the hypothesis that better work ability will
improve employee performance. The path coefficient value is positive, meaning
that the relationship between work ability and employee performance has a
unidirectional relationship. A unidirectional relationship means that if work
ability increases, employee performance will also increase.

Work ability that has been implemented if it is further improved then the
employee's performance will also increase. From the results of the study it can be
seen that employees at Bank Mandiri KCP Palangka Raya have good working
abilities. This can be seen from the results of the answers to the questionnaire by
the majority of employees agreeing that the work given is completed based on
technical work ability or work practice. Testing the path coefficient of the effect
of mediation aims to see the position or position of the mediating variable in the
model. The mediating effect is the relationship between exogenous and
endogenous constructs through connecting or intermediate variables. The
influence of exogenous variables on endogenous variables can be direct but also
through connecting or mediating variables. A variable suspected of being a
mediating variable can act as a complete mediation variable, partial mediation or
not as a mediating variable.

Tabel 2. Hasil Pengujian Hipotesis Pengaruh Tidak Langsung

Hypoth Origina T P
esis Variable 1 stati Value result
sample  stic *)
HR — Work — Emplo
, Strate ability yee 0,259 2,034 0,042 accepted
gy Perfor
mance

Source : Authors, 2023

Ha: The role of work ability as a mediating influence between HR strategies
on employee performance
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From the results of testing and data processing as shown in Table 4.11, it
can be seen that the calculated t value is 2.034 which is > 1.96 and the P-value is
0.042 which is less than 0.05 so it can be proven that there is a mediation effect.
Besides that, it can also be seen that the value of the HR strategy path coefficient
on work ability is significant. Likewise, the value of the HR strategy path
coefficient to employee performance is significant. The path coefficient value of
work ability variable to employee performance is significant. These results
indicate that the work ability variable in this research model is a partial mediation
variable. This can be interpreted that the relationship between HR strategy both
directly and indirectly has a significant effect on employee performance, through
real work ability it is also able to influence employee performance.

CONCLUSIONS AND RECOMMENDATIONS

The results of this study reveal that there is a more comprehensive influence
than previous research regarding the influence of HR strategy on performance
through employability. Work ability is competence and self-potential in carrying
out or carrying out tasks. Work ability is closely related to performance skills and
this is proven by the results of this study which state that work ability affects
employee performance. In this case, if a person has the ability or expertise to carry
out their duties, then all work can be carried out properly with high effort
resulting in high performance as well. Vice versa. Performance is a person's
ability to carry out their duties which produce satisfactory results, in order to
achieve goals. The goal in this case is to maximize the service process to the
community who are customers of Bank Mandiri KCP Palangka Raya. This study
only uses HR strategy, work ability, and employee performance variables. There
is a possibility that other variables influence employee performance variables
that cannot be explained in this study, for example, leadership style.

ADVANCED RESEARCH

Still conducting further research to find out more about the Role of HR
Strategy and Work Capability on Employee Performance at Bank Mandiri,
Palangka Raya Branch, Central Kalimantan, Indonesia.
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