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Introduction
The assignment of Approaches to research and academic communication (SBPD7001) study include a critical literature review and bibliography of key research on the topic of “the Employee Motivation and Employee’s Performance in Banking Industry” over the last ten years. And the research paper review on “Employees’ Performance in Islamic Banking” by Bambang Bernanthos from European Research Studies Journal Volume 21 Issue 1 2018 pp.31-42.
The critical literature review and bibliography of key research on the topic of “the Employee Motivation and Employee’s Performance in Banking Industry” over the last ten years. The critical reflect on ontology, epistemology, axiology are in shaping and interpreting the research studies. In the research of banking industry on employee performance, the geography issue (bank located country), gender, age, division functions (frontline staff and back-office staff) are the factors to design the research paper. The employee motivation has a positive impact on the employee’s performance. And result related to the employee job satisfaction are including the salary and staff retention. The important of the organization strategy management to cover the factors of employee motivation. The theory and the framework from the research papers found the positive relationship between the employee motivation and the employee’s performance with the employee job satisfaction in salary and staff retention. 
The research paper review on “Employees’ Performance in Islamic Banking” by Bambang Bernanthos from European Research Studies Journal Volume 21 Issue 1 2018 pp.31-42. The framework of the research study called Research Thinking Framework. From the theory and framework, the factors of leadership, organizational culture, motivation and intelligence has a significant effect on the employee’s performance with further impact on salary and job satisfaction. Methodology of this research paper uses quantitative research. The quantitative research data are expressed in number and analysed by statistical techniques and it was used SPSS Version 22 for the result of calculation. The relationship between the factors of leadership, organizational culture, motivation and intelligence and employee’s performance are tested. The salary and job satisfaction are also tested. 
After the literature review and the research paper review, the writer has suggested the framework in the topic of “the Employee Motivation and Employee Performance in Banking Industry”. The factors in the writer suggested framework is including employee motivation factors, employee’s performance, result in employee job satisfaction. And then all factors are related to the organization’s performance driven by organization’s visions, strategies or objectives.

Literature Review
The literature review topic is ‘Employee Motivation and Employee Performance in Banking Industry’ over the last ten years. The relationship between employee motivation and employee’s performance that the researchers were using the framework to include the motivation factors, performance and the result in job satisfaction and staff retention. 
The factors of employee motivation are applied by the classical management motivation theories like Maslow’s hierarchy of needs, The Two-factor theory of motivation and the Motivational theory of Theory X and Theory Y …etc. The employee’s performance measurement refers to the management strategy in the Balanced Scorecard or the Management by Objectives Process to measure the efficiency and the employee’s performance by the employee motivation to see the result on employee job satisfaction and staff retention in the organization. 
The value of the research is the relationship between employee motivation and employee’s performance that the employee motivation has a positive impact on the employee’s performance as well as organization’s performance. The increase of the employee motivation drive to increases the employee productivity as well as job satisfaction on staff retention for the organization. (Alnasrallah 2016, Bernanthos 2018, Dartey-Baah 2010, Springer 2011) The employee motivation, employee’s performance and employee job satisfaction are related to the organization’s performance and the organization’s strategy management in visions, strategies and objectives.
There have many of employee motivation and performance researches but not many in banking industry. Johri and Vashistha (2015) found that a good working conditions and a good working environment is very important. The working environment is a motivational factor can enhance the employees’ productivity and increase their performance in Syndicate Bank in India.  (Johri and Vashistha 2015) However, the working environment factor should not apply to well-developed cities (Frankfurt, Hong Kong, London, New York and Tokyo…etc.) or countries since the basic requirement of the working environment has been fulfilled. In the researches of banking industry on employee performance, the geography issue (bank located country), employee gender and age are the factors to consider in the research study.
The research studies have been done in many areas as above-mentioned. There may have not been done in those researches. The employees work in different functions departments in the bank (frontline staff and back-office staff), the organization’s strategy should direct impact on the employee’s performance. Then there have no related employee motivation and performance research for the banking industry in Hong Kong over the last ten years.
The following is a critical reflect on ontology, epistemology and axiology are in shaping and interpreting the research studies. 

Ontology  
The employee motivation has a positive impact on the employee’s performance. The increase of employee motivation drive to increase of the employee productivity as well as job satisfaction on staff retention for the organization. The employee motivation can be improved by social support, job enrichment, leadership influence and employee training and development. (Alnasrallah 2016) There have the factors in intelligence leadership, motivation and organizational cultural that are positive influence on the employees’ performance in national banks in Indonesia. (Bernanthos 2018) The motivation is one of the main factors that direct impact on the employees’ performance. The employee motivation, job satisfaction and sense of loyalty are the result of a large number of factors directly related to the employees’ perception of job and working environment. In the European Employee Index, there have the seven factors reputation, senior management, immediate superior, co-operation, daily work, total remuneration and development that the organization and the manager can pull in order to improve motivation.  (Viorel et al 2009) Motivational management aims the constitution of a positive, dynamic emotional environment as a background to particular objectives and duties. (Lazaroiu 2015) Johri and Vashistha (2015) found that a good working conditions and a good working environment is very important. The working environment is a motivational factor can enhance the employees’ productivity and increase their performance in Syndicate Bank in India.  (Johri and Vashistha 2015) 
The banking industry is suffering the high employee turnover. Springer (2011) studies the relationship of the employee motivation, the employee’s performance and the job satisfaction among bank employees. The study result suggests that the bank managers apply the managerial strategies to improve the bank employees’ performance to increase the employee motivation and the job satisfaction. There has the positive relationship between the employee motivation and the employee’s performance and the positive relationship between the job satisfaction and the employee’s performance as well. The combination of the employee motivation and the job satisfaction have the significant impact on the employee’s performance. (Springer 2011) The organizations cannot be overlooked the relationship between the employee motivation and the job satisfaction. The organizations have to appreciate the relationship between the employee motivation and the job satisfaction in fulfilling the ambition of their employees that is the key of success of the organization performance. In addition, it is important for the organizations to have the monitoring systems to assess the employees’ needs at all levels and then develop the programs for the employee development and to appreciate employee perceptions about their working condition. (Dartey-Baah 2010)
The factors have a significant effect on performance: leadership, organizational culture, motivation and intelligence. The bank management is required to implement the leadership and organizational culture. It can result to increase the innovation and aggressiveness of employees, so that there will have a positive impact on the occurrence of active increase in the working environment. The leadership and organizational culture can certainly affect the employee’s performance. In terms of leadership which can able to motivate subordinates and can establish positive work and become a role model for employees. The leadership can be able to drive the employees to improve their performance. The employee motivation became a driven for employees to conduct their duties and responsibilities, therefore the salary and job satisfaction increase. The higher employee motivation will able to improve the employee’s performance achievement for the National banking in Indonesia. (Bernanthos 2018)

Epistemology
The result of the researches is found the positive relationship between the employee motivation and the employee’s performance as well as the organization’s performance with the employee job satisfaction. The research studies found that the employee motivation has a positive impact on the employee’s performance. The increase of employee motivation drive to increase of the employee productivity as well as job satisfaction on staff retention for the organization. (Alnasrallah 2016, Bernanthos 2018, Dartey-Baah 2010, Springer 2011) The classical management motivation theories are the motivation theory apply in those researches.

Maslow’s Hierarchy of Needs 
Maslow (1943) has focused on the workers’ psychological needs and he has put it forward to a theory. Maslow’s hierarchy of needs have five levels of human needs for the workers to fulfill at work. The terms of Maslow’s theory are Physiological needs, Safety needs, Love and Belonging, Esteem, Self-actualization. Maslow’s hierarchy of needs are structured by all of those needs and the hierarchy often presented in the shape of a pyramid. From the Maslow’s hierarchy of needs, the most fundamental needs are the lower layers of the hierarchy and the self-actualization is at the top of the hierarchy. (Maslow 1943)
Physiological needs which is the basic need on the Maslow’s hierarchy of needs. Physiological needs include: air, water, food, shelter, clothing and reproduction. Those are the physical requirements of the human survival. If those requirements are not fulfilled, the other needs cannot be further follow up to next layer. 
Safety needs include: personal security, employment, resources, health and property. Those safety and security needs will take precedence and dominate behaviour once the physiological needs are met.
Love and Social belonging include: friendships, intimacy, family and sense of connection. This is the third level of needs that is interpersonal and involves the feeling of love and belongingness.
Esteem include: respect, self-esteem, recognition, strength and freedom. People ask for a stable self-respect and self-esteem. There have a ‘lower’ version and a ‘higher’ version of esteem needs. The higher version manifests itself as the need for the self-respect. This means that esteem and the next level of need are closely related.
Self-actualization is “desire to become the most and that the one can be”. Self-actualization is to know what a person’s full potential and realize the person potential. The person has to master the previous needs and not only achieve them. 
Maslow’s hierarchy of needs theory suggests that the basic level of needs have to meet before the individual will strongly desire for the higher level of needs. Maslow describes the motivation of people who go further to the next level of needs only and strive for constant improvement. The workers are not all motivated in the same way and they will not all move up the hierarchy at the same level. In our human mind that any time could happen the different levels of motivation but mainly to identify the basic types of motivation needs and the workers will tend to be met in order. (Maslow 1943)

Frederick Herzberg’s Two Factors Theory
The Two-factor theory of motivation is also known as Herzberg’s motivation-hygiene theory. There have the certain factors in the workplace that will motivate the workers directly to work harder for having the motivators. On the other hand, there also have the factors that will de-motivate the workers if those factors were not present. The Hygiene factors will not actually motivate employees to work harder. This theory found that job satisfaction and job dissatisfaction are act independently on each other. (Herzberg, Mausner & Snyderman 1959) According to Herzberg, the employees are not satisfied on lower-order needs at work rather than the employees look for the satisfaction of higher level. The theory recommends a manager must well know and attend to both sets of characteristics to improve job attitude and productivity and not to assume to increase in satisfaction leads to decrease in dissatisfaction.
Motivators that the factors include: Achievement, Challenging work, Recognition, Work itself, Responsibility and Advancement. It is because of the intrinsic conditions of the job itself and let those factors give positive satisfaction. 
Hygiene factors that the factors include: Company policy and administration, Supervision, Salary, Working conditions and Interpersonal relations. The Hygiene factors are maintenance factors only. These are extrinsic to the work itself. The absence of those factors will give dissatisfaction results. However, those factors will not give positive satisfaction or lead to higher motivation.  (Herzberg, Mausner & Snyderman 1959)
The Two-factory theory of motivation through the job enlargement and the job enrichment. For the job enlargement to assign the variety of tasks to perform. To motivate the workers to have more responsibility on different tasks. For the job enrichment to assign the challenging tasks of work to have the greater sense of achievement. The employees are got the recognition and achievement from job enrichment.

Douglas McGregor’s Theory X and Theory Y
	McGregor (1960) introduced the motivational theory of Theory X and Theory Y. There have separated the employees into two categories Theory X employees and Theory Y employees from the process of work. The theory X employees are avoiding their responsibility at work and lacking ambition. The theory X employees are not concern their organization needs and they have inertia to resist the change. Therefore, the theory X employee has to forced, controlled and penalized to make the efforts necessary to achieve the organization’s objectives. Theory Y employees are willing to take responsibilities at work. The theory Y employees are voluntary to take up the different assignments and responsibility and they are being motivated by the related rewards. They consider it normal to make physical and intellectual efforts at work. The theory Y employees are not required to force by different means to get their performance because they are motivated by the satisfaction of his work. Of course, McGregor’s view can be considered simplistic. It is because external and internal factors can often decisively influence employees’ performance as well. (McGregor 1967)

Expectancy Theory of Motivation
Victor Vroom (1964) developed the Expectancy theory of motivation. This is to study the motivation behind the decision making. The theory explains the behavioural process of the employees choose behavioural option over the other. The theory also explains if the employees believe there have the positive relationship between efforts and performance then they can be motivated towards goals. The good employee’s performance will result in a desirable reward and the reward from the performance will satisfy an important need, and the that the employee has done is worth enough to fulfil their need by the result. The expectancy theory of motivation have three variables within theory, there are Valence (V), Expectancy (E) and Instrumentality (I). 
Expectancy (E) is believed that increase the effort will lead to increase the performance. 
Instrumentality (I) is believed that you have good performance then will be received a valued result. The degree to result in the first level outcome will lead to the second level outcome. 
Valence (V) is important to the individual places upon the expected result, which is based on their needs, goals, values and sources of motivation. These three variables are important behind choosing one variable over another because they are clearly defined effort-performance expectancy (E>P expectancy), performance-outcome expectancy (P>O expectancy). (Vroom 1964) 
The expectancy theory of motivation is applying on the organization perception. The organization believes that the suitable motivation have been provided to the employees by the organization and it work to the employees. However, some of the employees may not perceive the motivation is work for them in the organization. The expectancy theory of motivation could also be overlaid the other theories for example Maslow’s hierarchy of needs theory. Maslow’s theory apply to describe the employees’ performance are motivated. The expectancy theory of motivation describe whether the employees will act are based on their experience and expectations. (Vroom 1964)
The research studies have found the common factors of the motivation. The social support, employee training and development are the human resource factors benefit on job satisfaction and staff retention. The communication, empowerment, leadership influence, salary and incentives are the strategy management factors on employee performance and benefit to the organization performance. 
The performance measurement that the employee productivity contributes to the organization’s performance. The Balanced Scorecard is one of the possible solutions for measuring the performance on the strategic and operational level. (Gebczynska 2016, Kopia et al 2017) and the strategy management by using the Balanced Scorecard and Management by Objectives that the processes are including the motivation factors like employee communication, empowerment, training and leadership. Those factors are related to employee’s performance as well as the organization’s performance. 



The Balanced Scorecard
The Balanced Scorecard (‘BSC’) is one of the strategy performance management tools. There have four perspectives proposed: Financial perspective, Customer perspective, Internal business processes perspective and Learning and growth perspective. The measurement is selected based on the strategy objectives on the strategy map. The approach is the strategy objectives are distributed by the four perspectives with measurable processes. The vision statement is based on the strategy objectives from the achievement of four perspectives measurement.

The Management by Objectives Process
Peter Drucker (1954) introduced Management by Objectives (‘MBO’) that is the modern management objectives process to set the organization’s objective. MBO is the process to define objectives within an organization. The management of the organization can communicate to the workers and then decide how to achieve each objective step by step. This process can allow managers to take work and complete it step by step in good productive work environment. This process can help the workers to see their achievement on each objective which reinforce a sense of achievement in a positive work environment. An important part of MBO is the measurement and comparison of the worker’s actual performance with the standard set. Ideally, when the workers have been involved in the process of goal setting and they followed the action on the process. They are most likely to fulfil their responsibilities. The system of MOB can be described as a process, the manager and the subordinate jointly identify the common goals in the organization and the process define on each worker’s major areas of responsibility in terms of the results expected of the organization worker. The process can measure the contribution of each worker as operating guides. (Drucker 1954) 
The banking industry is suffering the high employee turnover. Springer (2011) studies the relationship of employee motivation, employee’s performance and job satisfaction among bank employees. The study result suggests that the bank managers apply the managerial strategies to improve the bank employees’ performance to increase the employee motivation and the job satisfaction. There has the positive relationship between the employee motivation and the employee’s performance and the positive relationship between the job satisfaction and the employee’s performance as well. The combination of the employee motivation and the job satisfaction have the significant impact on the employee’s performance.  (Springer 2011)



Axiology
The value of the research from the topic of research is ‘Employee Motivation and Performance in Banking’ over the last ten years. The relationship between employee motivation and employee’s performance that the employee motivation has a positive impact on employee’s performance. The increase of employee motivation drive to increase of the employee productivity as well as job satisfaction on staff retention for the organization. (Alnasrallah 2016, Bernanthos 2018, Dartey-Baah 2010, Springer 2011) The framework of the researches, the employee motivation and the employee performance and job satisfaction are related to the organization’s performance and the organization’s strategy management in visions, strategies and objectives.
There have many of employee motivation and performance researches but not many in banking industry. In the researches of banking industry on employee performance, the geography issue (bank located country), the employee gender and age are the factors to design in the research papers.
The knowledge building that the factors of employee motivation from the classical management motivation theories (Maslow’s hierarchy of needs, The Two-factor theory of motivation and the motivational theory of Theory X and Theory Y …etc.). The employee’s performance measurement refers to the management strategy in the Balanced Scorecard or the Management by Objectives Process to measure the efficiency and the relationship between motivation and performance to see the result in employee job satisfaction and staff retention. 

Research Paper Review
“Employees’ Performance in Islamic Banking” by Bambang Bernanthos
The writer uses the above-mentioned research journal paper “Employees’ Performance in Islamic Banking” by Bambang Bernanthos from European Research Studies Journal Volume 21 Issue 1 2018 pp.31-42 for the research paper review related the employee motivation and performance in banking industry.

Theory and Framework
The theory of the research study is the factors of leadership, organizational culture, motivation and intelligence are effect on employee’s performance significantly with further impact on salary and job satisfaction.
The framework of the research study as below shown called Research Thinking Framework. The Research Thinking Framework is including the independent variables is the factors (X): leadership, organizational culture, motivation and intelligence and the dependent variable is the performance (Y). The performance result on the salary (Z1) and job satisfaction (Z2). 
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From the research paper, it lends the theories from the Research Thinking Framework. There have the factors leadership, organizational culture, motivation and intelligence impact on employee performance and result on salary and job satisfaction in the framework:
Leadership – it can drive to achieve in the implementation of tasks effectively in an organization. The leadership is important and absolute in an organization. It is because leadership is one of the critical factors of direction and goals of the organization. The leadership can direct and manage employees to achieve the organization’s goals. The leadership can influence their followers or their subordinates to lead to achieve their goals and the organization’s goals. The role of leadership is important to determine to achieve the individual and group goals and further achieve the organization’s goals. And motivate to led to the achievement on the organization’s goals and improve the employee’s and organization’s performance. The good leadership can implement the work in pleasant conditions for the employees to produce good performance.
Organizational Culture – it grows and develops by being formed through the process of learning and experience. Through the organizational culture, it can establish the synergic cooperation among the existing employees. The successful of the organization achieve its goals is determined by the employees’ performance. The employees are also influenced by the organizational culture accepted by all employees in the organization. “The organizational culture is the philosophy underlying organizational policies. And the feeling or climate brought about by the physical preparation of the organization.” (Tran 2008) The organization’s performance can reflect by the culture in an organization. The positive organizational culture can develop according to the development of the social environment and the organization needs. The organizational culture is not as only the organizational identity and it also can improve performance and development of the organization.
Motivation – it related to the level of effort made by someone to pursue a goal, the employee motivation is closely related to job satisfaction and employee’s performance. The research paper has applied the Maslow’s hierarchy of needs theory. The Maslow’s theory introduced five different levels of human needs: Physiological needs, Safety needs, Love and Belonging, Esteem, Self-actualization. Maslow also quoted those needs can apply to everyone and structured according to the hierarchy of needs. (Maslow 1943) 
Intelligence – is the development of the advanced technology, information developments, the availability of capital and the adequacy materials in the organization. The organization will be hard to achieve its goals, if there have no information technology resources development.

The Employee’s Performance
The performance includes three factors are quality, quantity and effectiveness. These three factors cannot divide from each other to perform the good performance. (Law and Gunasekaran 2009) Therefore, the employee’s performance required to see their work in quality, quantity and effectiveness. The organization set the standard of work to measure the employee’s performance and the employees can proof them to conduct the work successfully. The organization’s goal can include in the set of standard of work for their employees to achieve. The employee’s performance always refers to the productivity of work. The employee has the good performance that refer to high productive of work. On the other hand, the employee cannot reach the standard then consider the employee is unproductive.
The banking industry is the very competitive industry and the industry is facing many challenges on today and the future. Therefore, the banks demand to develop their employees carrying out the good performance to achieve the organization’s goals. The progress of bank can go on by the sustainable employee development progress. 
The National banking is one of the largest companies occupying the highest position in the ranks of companies in Indonesia. National banking required the contribution from the qualified employees with the good performance to achieve the vision of the organization’s mission and objectives. The organization always expects their employees must perform well in their work. The leadership, organizational culture and motivation are the factors that affect the employee’s performance to achieve the organization’s goals.



The Salary and Job satisfaction 
The employee motivation becomes a driven for employees to conduct their duties and responsibilities, therefore the salary and job satisfaction increase. The high motivation will be able to improve the employee’s performance achievement for banks in Indonesia. 
Overall this research paper study is sensible, but it is not clear with discussion on significance. Specially the factors are not clearly identified and explained in the research paper since the questionnaire details also were not quote in the research paper or in the appendix. The research study has found that these four factors have a significant effect on employee performance. However, in the framework, the leadership factor should be identified and included in the motivation factor. It is because leadership influence should be one of the motivation factors. The organizational culture factor should be the organization strategy and vision statement that also should be one of the motivation factors. It should be more specific in term of motivation factor is training. The Intelligence factor should be the basis requirement in the organisation that suggest not including in the motivation factor.  

Research Gap
Refer to Research Thinking Framework of the research framework, the author of this research has justified the research gap that the factors are clear located in the research paper. In the framework, the factors leadership, organizational culture, motivation and intelligence impact on employee’s performance and the influence on the salary and job satisfaction. The research questions has logically derived from the research gap. The topic of the paper “Employee’s Performance in Islamic Banking” which is the research ideas to study the influence factors impact on the employee’s performance in specific industry in banking. The research has provided a wide spectrum on perspective of look at the studied issue. 
The research design is rigorous; however, there have no research questionnaire details quoted in the research paper or in appendix. Therefore, we do not know the samples have a good representative or not. Therefore, the research questionnaire could consider including working environment, organization’ performance, the employee gender, age and the working departments (the frontline employees and the back-office employees). A good working conditions and a good working environment is very important. The working environment is one of the motivation factors can enhance the employees’ productivity and increase their performance in Syndicate Bank in India.  (Johri and Vashistha 2015) However, the working environment factor may not apply to well-developed cities like Frankfurt, Hong Kong, London, New York and Tokyo…etc. or the countries since the basic requirement of the working environment has been fulfilled. The employee motivation, employee’s performance and job satisfaction are related to the organization’s performance and the organization’s strategy management in visions, strategies and objectives. The employee gender, age and the working departments (the frontline employees and the back-office employees). Those are the factors should be considered in the questionnaire.

Ethical issues and method
	Refer to the research paper, the research study is used the quantitative research from the research data analysis and measurement. The quantitative analysed by statistical techniques from the research data are provided in number. However, the research paper did not mention about the questionnaire details in the research paper or appendix. That we cannot treat the researcher has mentioned on promoting and respecting for research ethics and we also cannot see the research paper has mentioned any consent letters have been sent out and mentioned how to protect the confidentiality of responses. 

Methodology
This research study is using the quantitative research from the research data analysis and measurement. The quantitative research analysed by statistical techniques from the research data are provided in number. This research carries out to understand and explain the impact on the independent variable factors which are leadership (X1), organizational culture (X2), motivation (X3) and intelligence (X4) to dependent variable which is performance (Y). The research hypothesis accuracy testing, the data quality using in the test affect the relationship of research variables in the data analysis. The test uses the research data is reliable and accurately describe the concept measured then the research hypothesis testing will hit the target. Therefore, the validity test is tested and the reliability test on the instrument is also tested.

Validity Test
Instrument validity tests should be measured. The tests are conducted to ascertain the instrument is good to use to measure the concepts. The validity test is required to measure the validity of a questionnaire. The validity test shows the size of test measures and the content of measured. The method used is the Item analysis, where each value in each question item is correlate with the total value of all questions for a variable using the formula of moment product correlation. 
The criteria assessment of validity test is: 
If r arithmetic > r table (at 5% significance level), the questionnaire item is valid.
If r arithmetic < r table (at 5% significance level), the questionnaire item is invalid.

Reliability Test
The reliability test is to test whether the results of the questionnaire can be trusted or not. Instrument reliability testing can be done internally or externally. Internally, the reliability of the instrument can be tested by analysing the consistency of the items in the instrument with certain techniques. The calculation of reliability test in this study is using analysis developed by Alpha Cronbach. The instruments have a reliability if the coefficient value obtained > 0.60. Therefore, in this study reliable if alpha count is greater than 0.60 where the following criteria:
α > 0.60 means the instrument is reliable;
α < 0.60 means the instrument is not reliable.

Results
The research used statistical analysis tools of multiple linear regression to prove whether the hypothesis accepted or rejected in this study. The following are the models of the analysis.
[image: ]
The result of the calculation is using SPSS Version 22, the value of multiple linear regression equation between the independent variables X, which are leadership (X1), organization culture (X2), motivation (X3), intelligence (X4) and dependent variable is performance (Y). The variable Z, which are the salary (Z1) and the job satisfaction (Z2). 
The following five points are the conclusions of the research:
1. The research results have found the parameters of the organization are leadership, organizational culture, motivation and intelligence and there have a significant effect on employee’s performance in the National banking in Indonesia. The leadership, organizational culture, motivation and intelligence have a positive impact on employee’s performance.
2. According to the factors of leadership, organizational culture, motivation and intelligence have a great effect on employee’s performance. Therefore, it recommend the National banking in Indonesia address this issue seriously.
3. The management is required to implement the leadership and organizational culture in National banking in Indonesia. It can result to increase the innovation and aggressiveness of employees, so that there will have a positive impact on the occurrence of active increase in the working environment. The leadership and organizational culture can certainly affect the employee’s performance.
4. The leadership can able to motivate subordinates and can establish positive work and become a role model for employees. The leadership can be able to drive the employees to improve their performance.
5. The employee motivation became a driven for employees to carry out their duties and responsibilities, therefore the salary and job satisfaction increase. The higher employee motivation will able to improve the employee’s performance achievement for the national banks in Indonesia.

The research paper has a clarity of structure and coherence. The framework of the research is clearly quoted, and the methodology of the research is also explained clearly. There have a consistency of within text and references section. The improvement on this research paper, some careless mistakes has been found in the research paper. Refer to the Appendix 1, the red highlight boxes are the careless mistakes found in the research paper. And there have no research questionnaire details in the paper, that suggest mentioning the research questionnaire details in the paper or in appendix. On the other hand, suggest the Alpha Cronbach values that the reliable alpha count is greater than or equal to 0.70 instead of 0.60. The good standard of instrument could have a higher degree of reliability in higher Alpha Cronbach values.

New Research Framework
After the literature review on the topic of ‘Employee Motivation and Employee’s Performance in Banking Industry’ over the last ten years and the journal paper review on “Employees’ Performance in Islamic Banking”. (Bernanthos 2018) The new research framework idea is also from the Research Thanking Framework in Employees’ Performance in Islamic Banking by Bernanthos. In the new framework, all factors are become motivation factors impact on employee’s performance under the organization’s strategy and objective. The motivation factors are recommended from the classical management motivation theories: Maslow’s hierarchy of needs and the Two-factor theory of motivation. The suggestion of the research topic would be “The employee motivation and employee’s performance with job satisfaction in banking industry”. The writer would like to suggest an alternative framework as below shown.
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In the last ten years research studies review, the common factors of the motivation are recommended from Maslow’s hierarchy of needs and the Two-factor theory of motivation. The new research framework carries out to understand and explain the impact on the independent variable factors which are motivation factors: The social support (X1), Training and development (X2), Leadership influence (X3), Empowerment (X4) and Communication (X5) to dependent variable which is performance (Y). The social support, employee training and development are the human resource factors benefit on employee job satisfaction (Result factors Zs) and staff retention. The communication, empowerment, leadership influence, salary and incentives are the strategy management factors on employee performance (Y) and benefit to the organization’s performance.
Johri and Vashistha (2015) found that a good working conditions and a good working environment is very important. The working environment is one of the motivation factors can enhance the employees’ productivity and increase their performance in Syndicate Bank in India.  (Johri and Vashistha 2015) However, the working environment factor may not apply to well-developed cities like Frankfurt, Hong Kong, London, New York and Tokyo…etc. or the countries since the basic requirement of the working environment has been fulfilled.
The employee motivation, employee’s performance and job satisfaction are related to the organization’s performance and the organization’s strategy management in visions, strategies and objectives. The employee gender, age and the working departments (the frontline employees and the back-office employees). Those are the factors should be considered in the questionnaire.

Conclusions
The literature review topic is ‘Employee Motivation and Employee’s Performance in Banking Industry’ over the last ten years. The relationship of employee motivation and performance in banking industry. The critical reflect on ontology, epistemology, axiology and methodology in shaping and interpreting the research. The researchers are using the motivation theories and performance measurement to measure the efficiency and the relationship between employee motivation and employee’s performance to see the banking industry and other organizations in last ten years.
The research studies have found the employee motivation has a positive impact on employee performance. And it related to the employee job satisfaction are including the salary and staff retention. The important of the organization strategy management to cover the factors of employee motivation. The theory and framework from the research papers are provide the positive relationship between the employee motivation and the employee performance with the employee job satisfaction in salary and staff retention. 
In the research paper review, the research journal paper “Employees’ Performance in Islamic Banking” by Bambang Bernanthos from European Research Studies Journal Volume 21 Issue 1 2018 pp.31-42 for the research paper review related the employee motivation and performance in banking. The framework of the research study is the factors of leadership, organizational culture, motivation and intelligence have the positive impact on the employee’s performance with further impact on salary and job satisfaction. The researcher has justified the research gap locating in the research paper with mentioned in the framework. The factors leadership, organizational culture, motivation and intelligence impact on employees’ performance and the influence on the salary and job satisfaction.
After the literature review on the topic of ‘Employee Motivation and Employee’s Performance in Banking Industry’ over the last ten years and the journal paper review on “Employees’ Performance in Islamic Banking”. (Bernanthos 2018) The new research framework idea is from Research Thanking Framework in Employees’ Performance in Islamic Banking by Bernanthos. In the framework, all factors are become motivation factors impact on employee’s performance under the organization’s strategy and objective. The suggest research topic would be “The employee motivation and employee’s performance with job satisfaction in banking industry”. It would be all factors are become motivation factors impact on employee’s performance under the organization’s strategy and objective. The suggest research topic would be “The employee motivation and performance with job satisfaction in banking industry” because the last ten years research studies have found the common factors of the motivation. The social support, employee training and development are the human resource factors benefit on employee job satisfaction and staff retention. The communication, empowerment, leadership influence, salary and incentives are the strategy management factors on employee performance and benefit to the organization’s performance.
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