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6

Abstract7

The banking climate in the current era of economic globalization has caused all banks8

including Bank Mandiri to compete to be the best. One of them is by improving9

organizational performance through improving employee performance. One of the factors of10

success in achieving the target of lending as an indicator of organizational performance is11

largely determined by the performance of employees. Improvement in employee performance is12

absolutely necessary to pay attention to several aspects including organizational culture,13

organizational commitment and job satisfaction. This research used a quantitative research14

with the population are employees of PT. Bank Mandiri (Persero), Tbk Medan Business15

Banking Area Imam Bonjol, totaling 40 people and the population as research samples. Data16

analysis used to test the effect of intervening variables is used path analysis. Organizational17

culture and organizational commitment have a positive effect on employee performance at PT.18

Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area. Organizational19

culture and organizational commitment have a positive effect on employee job satisfaction at20

PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area.21

Organizational culture, work organizational commitment has a very strong influence on22

employee performance through variable job satisfaction as a moderating variable on employees23

of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area. It is24

suggested to the management to be able to increase employee commitment, among others:25

providing solutions and motivation for conditions that are not going well, improving the26

behavior and way of thinking of employees in upholding the values that exist in the27

organization’s vision and mission. Likewise, the promotion system is adjusted to the work28

results of employees.29

30

Index terms— organizational culture, commitment, job satisfaction, employee performance.31
Introduction rganizational performance will not be optimal without optimal employee performance support.32

This suggests that employee performance factors are key to the progress and success of the organization. The33
performance of the organization is essentially a result of the work requirements that must be met by employees.34
The company’s performance is determined by qualified employees (Fauzi, et al., 2016). Employee performance35
is one of the capital for the company to achieve its goals. So that employee performance is something that36
should be considered by the company leader ??Rahardjo, et al., 2015). While ??ulistiyani and Rosidah (2003) in37
Rifansyah (2016) suggested that performance is an outcome record that results from certain employee functions38
or activities carried out over a certain period of time. Related to the performance of employees of PT. Bank39
Mandiri (Persero), Tbk Medan Imam Bonjol’s Business Banking Area for 2015 is Rp. 160 billion / month is40
given to 24 Relationship Managers and 16 Assistant Relationship Managers cannot be reached every month. In41
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4 C) ORGANIZATIONAL COMMITMENT

fact, the realization of lending tends to decrease every month. Likewise for 2016 there was a significant decrease42
in each month, even there was no achievement of the target at all.43

Decreasing performance of Relationship Managers and Assistant Relationship Managers is a phenomenon44
where employees should spend all their abilities for the progress of the company but this does not happen can45
also be caused by not absorbing the organizational culture properly. Not achieving this target unit can be used46
as an indication that the performance of the Relationship Manager and Assistant Relationship Manager has not47
been able to reach the desired standard.48

Regarding the above, the researcher in this study will discuss three factors that are identified to affect employee49
performance, namely organizational culture, organizational commitment and job satisfaction as stated by Fauzi,50
et al., (2016) that the factors that influence employee performance are motivation, organizational culture,51
compensation, leadership, job satisfaction, discipline, work environment and organizational commitment.52

Kotter & Heskett (2013) explain that organizational culture is believed to be one of the key variable factors of53
organizational performance success. To be able to manage the organization properly requires clear understanding54
and attention to organizational culture. In accordance with the context of empowering human resources, in order55
to produce professional employees with high integrity, there is a need for standard references imposed by an56
organization.57

The second factor that is identified that influences employee performance is organizational commitment. A58
high commitment to the organization will increase the responsibility and sincerity of employees in carrying out59
their duties. Employees who have a high commitment to the organization will work wholeheartedly and will fight60
for the progress of the organization, because they are aware of being part of the organization ??Burhan, et al.,61
2013).62

The third factor that is identified that affects employee performance is job satisfaction. Indriyani (2015) said63
that employee performance will emerge if employees feel comfort and satisfaction at work. In the opinion of64
??obbins (2003) in Rahardjo, (2016) the term job satisfaction refers to the general attitude of an individual to65
the work he does. A person with a high level of job satisfaction shows a positive attitude towards the work itself66
while someone who is not satisfied with his job shows a negative attitude towards the job.67

1 II.68

2 Literature Review a) Performance69

An organization is established because it has goals to be achieved. In achieving its objectives, each organization70
is influenced by organizational behavior which is a reflection of the behavior and attitudes of the actors found71
in the organization, the most common activity assessed in an organization is employee performance, namely how72
employees do everything related to a job, position or role in organization (Sutrisno, 2013). Sutrisno (2013), more73
explicitly stated that employee performance is the result of employee work seen in the aspects of quality, quantity,74
work time, and cooperation to achieve the goals set by the organization. The company’s performance is largely75
determined by the performance of qualified employees (Indriani and Waluyo, 2012).76

3 b) Organizational culture77

Organizational Culture can be defined as a system of values, beliefs, assumptions, or norms that have long been78
valid, agreed and followed by members of an organization as a code of conduct and solutions organizational79
problems. (Sutrisno, 2013).80

Robbins & Coulter (2010) states that ”Organizational culture or organizational culture is a set of values,81
principles, traditions and ways of working that are shared by and influence the behavior and actions of members82
of the organization”. In most organizations, the values and practices that are shared (shared) have developed83
rapidly along with the times and really greatly affect how an organization is run.84

Organizational culture becomes the main identity or character of the organization that is maintained and85
maintained. Strong culture is a useful tool for directing behavior, because it helps employees to do better work86
so that every employee at the beginning of his career needs to understand the culture and how that culture is87
implemented.88

4 c) Organizational Commitment89

The management of an organization must be required to increase growth and / or better progress over time.90
To support that, all depends on top management commitment (top management). Because commitment is the91
determination of decision making in achieving the stated goals (Edison, et al, 2016).92

The high level of organizational commitment is related to high employee performance (Syauta et al., 2012;93
??itriastuti, 2013). Research conducted by Ghorbanpour, et. al., (2014) shows that organizational commitment94
has a positive and significant effect on employee performance. Organizations that are able to give full attention95
and make employees believe in the organization will gain employee commitment (Lee, et al., 2012).96
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5 d) Job satisfaction97

Robbins (2010) defines job satisfaction as a general attitude of an individual towards his work where in the98
job a person is required to interact with colleagues and superiors, follow organizational rules and policies, meet99
performance standards.100

Job satisfaction is a positive attitude of employees towards their work, which arises based on an assessment101
of the work situation (Umam, 2010). A pleasant work situation can be formed if the nature and type of work102
must be carried out according to the needs and values ofthe employee. Thus, satisfied employees prefer the work103
situation to dissatisfied employees who do not like the work situation.104

6 III.105

7 Methods106

This research was used a quantitative method with the population were employees of PT. Bank Mandiri (Persero),107
Tbk Medan Imam Bonjol’s Business Banking Area, totaling 40 people. As for the sample in this study, employees108
of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol’s Business Banking Area, totaling 40 people.109

As for obtaining data, information and information from researchers do it in the following ways: 1) Interview,110
namely the data collected is obtained by direct communication with the object of research. 2). Questionnaire,111
which is a data collection technique by creating a list of questions related to the problem being examined by112
employees.113

Data Analysis using Path Analysis According to ??hozali (2011), to examine the effect of intervening variables,114
path analysis method is used. Path analysis is an extension of multiple linear regression analysis, or path analysis115
is the use of regression analysis to estimate causal relationships between variables (model causal) that have been116
determined previously.117

8 IV.118

Results and Discussion a) Results119

9 i. Partial Influence on Employee Performance.120

Data processing results are summarized in Table ??, as follows:Table 1: Coefficient of Determination I Model121
Summary b122

Based on first Table it is known that R = 0.844, which means that the relationship between organizational123
culture and organizational commitment simultaneously on employee performance is 84.0%. When referring to the124
interpretation of the degree of closeness of the relationship according to (Sugiyono, 2010), the degree of closeness125
of this relationship is very strong, because it is in the interval 0.80 -1.00. R Square obtained by 0.712 means126
71.20% employee performance can be explained by organizational culture and organizational commitment while127
28.80% can be explained by other factors not examined by this study.128

The results of the t test in this study are summarized in Table 2, as follows: Based on the output of Table 2,129
the significance value of organizational culture variables = 0,000 <from 0.05, so Ho’s decision is rejected which130
means that organizational culture has a significant effect on employee performance.131

The significance value of organizational commitment variables on output Table 2. = 0.008 <from 0.05, so132
Ho’s decision is rejected which means that organizational commitment has a positive and significant impact on133
employee performance.134

10 ii. Partial Influence on Employee Job Satisfaction135

Data processing results as summarized in Table ??, as follows:Table 3: Determination Coefficient II Model136
Summary137

Based on Table ?? it is known that R = 0.860, which means that the relationship between organizational138
culture and organizational commitment simultaneously to employee job satisfaction is 86%. When referring to139
the interpretation of the degree of closeness of the relationship according to (Sugiyono, 2010), the degree of140
closeness of this relationship is very strong, because it is in the interval 0. Based on the output of Table 4, the141
significance value of the organizational culture variable = 0.00 <from 0.05, so Ho’s decision is rejected which142
means that the organizational culture has a positive and significant effect on employee job satisfaction.143

The significance value of organizational commitment variables in output Table 4. is = 0.048 <from 0.05, so144
Ho’s decision is rejected which means that organizational commitment has a positive and significant influence on145
employee job satisfaction.146

11 iii. Effect of Intervening Variables Table 5: Partial Test of147

the Role of Moderation Variables148

From Table ?? shows that the value of sig-t which is smaller than ? = 0.05 is the value of 0.045 <0.05 in149
the organizational culture variable and the s-t value of 0.022 <0.05 in the organizational commitment variable.150
This means that organizational culture influences work performance and satisfaction disrupts the influence of151
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15 B) ORGANIZATIONAL CULTURE AND ORGANIZATIONAL
COMMITMENT SIGNIFICANTLY AFFECT EMPLOYEE JOB
SATISFACTION
organizational culture on performance. Then job satisfaction significantly mediates the influence of commitment152
to employee performance.153

12 Influence of X1 (Organizational Culture) through X3 (Job154

Satisfaction) to Y (Employee Performance)155

Direct influence = b3 = -2,247 Indirect influence through X3 = 3,838 The total effect of the path coefficient =156
b3 + X3 = -2,247 + 3,838 = 1,591157

Based on these calculations it is known that the value of direct influence is -2,247 and indirect effect 3,838158
which means that the indirect effect is greater than the direct influence. These results indicate that indirectly159
X1 has a significant effect on Y and is positively influenced by the variable X3.160

13 Influence of X2 (Organizational Commitment) through X3161

(Job Satisfaction) on Y (Employee Performance)162

Direct influence = b4 = -2,061 Indirect influence through X3 = 3.615 The total effect of the path coefficient =163
b4 + X3 = -2,061+ 3,615 = 1, 554164

Based on these calculations it is known that the value of direct influence is -2,247 and indirect effect is 3,615165
which means that the indirect effect is greater than the direct influence. These results indicate that directly X2166
has a significant effect on Y and the X3 variable positively moderates.167

14 Effect of X3 (Job Satisfaction) on Y (Employee Perfor-168

mance)169

The significance value of X3 is 0.730> 0.005 so it can be concluded that directly X3 has no significant effect on170
Y. In determining whether or not there is a mediating or intervening effect in the model, it can be seen from the171
following criteria:172

1. If the value of the effect of the total path coefficient> the value of its direct influence, then there is an173
intervening / mediation relationship. 2. If the value of the influence of the total path coefficient <value of the174
direct influence, there is no intervening / mediation relationship.175

Based on these criteria, the following results are obtained:176
1. The effect of the total path coefficient X1 (Organizational Culture) through X3 (Job Satisfaction) on Y177

(Employee Performance) of 1,591> the value of the direct influence is -2,247 so that it can be concluded that178
there is an intervening / mediation relationship. The results show that the significance value of the F test is 0.000179
at ? = 0.05, this significance value is less than 0.05 so Ho’s decision is rejected and Ha is accepted so that it can180
be said that the organizational culture and organizational commitment variables of PT. Bank Mandiri (Persero),181
Medan Imam Bonjol’s Business Banking Area simultaneously has a significant effect on Employee Performance.182

This can be interpreted if organizational culture is applied consistently and supported by good organizational183
commitment, it will further encourage the performance of employees of PT. Bank Mandiri (Persero), Tbk Medan184
Imam Bonjol Business Banking Area.185

The results of the study prove the significance value of the variables of organizational culture and organizational186
commitment through the test = 0.000 <from 0.05. This value shows that Ho is rejected and Ha can be accepted, so187
it can be said that organizational culture variables have a positive and significant effect on employee performance188
variables. The better and more consistent the existing organizational culture currently is, it will be able to189
improve the performance of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area.190

Thus this study supports research conducted by (Syauta, et. Al, 2012; ??akim, 2015 and ??urhan Arif, et191
al., 2013) empirically prove that organizational culture significantly influences employee performance. Conducive192
and pleasant organizational culture and good organizational commitment will be able to be a force capable193
of directing employee behavior towards achieving performance in order to achieve organizational goals. This194
behavioral support will be the basis for employees to be able to do a job well.195

Organizational culture is considered an asset that can improve organizational performance through improving196
employee performance. Organizational culture in this case always has a positive impact on the life of the company,197
as well as organizational commitment to its employees.198

15 b) Organizational Culture and Organizational Commitment199

Significantly Affect Employee Job Satisfaction200

The results show that the significance value of the F test is 0.000 at ? = 0.05, this significance value is less201
than 0.05 so Ho’s decision is rejected and Ha is accepted so that it can be said that the organizational culture202
and organizational commitment variables of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol’s Business203
Banking Area simultaneously has a significant effect on employee job satisfaction. This can be interpreted if the204
organizational culture is applied consistently and supported by good organizational commitment, it will further205
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encourage the work satisfaction ofemployees of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business206
Banking Area.207

The results of the study prove that the significance value of the variables of organizational culture and208
organizational commitment through the test = 0.000 <from 0.05. This value shows that Ho is rejected and209
Ha can be accepted, so it can be said that the variables of organizational culture and organizational commitment210
have a positive and significant effect on employee job satisfaction variables. The better and more consistent the211
existing organizational culture currently is, it will be able to increase the job satisfaction of PT. Bank Mandiri212
(Persero), Tbk Medan Imam Bonjol Business Banking Area.213

This study supports research conducted by (Syauta, et. Al, 2012; ??akim, 2015 and ??urhan Arif, et al, 2013)214
empirically prove that organizational culture significantly influences employee job satisfaction.215

16 c) Organizational Culture Affects Job Satisfaction Mediating216

the Effect of Organizational Culture on Employee Perfor-217

mance218

The results showed that the s-t value of the organizational culture variable was = 0.025 or <? = 0.05, from the219
interaction of the independent variables (organizational culture) and job satisfaction variables, the organizational220
culture variables tended to improve employee performance. Based on the descriptive test results of respondents’221
perceptions, it is known that the current organizational culture at PT. Bank Mandiri (Persero) has been good,222
although there are still some employees who answered that they did not agree to some of the statements contained223
in the research questionnaire. Thus this study has different results with the research conducted by Seno Sumowo224
(2016) empirically proving that the interaction between job satisfaction and organizational culture has a significant225
positive effect on employee performance.226

Organizational culture as values that helps organizational members understand acceptable actions and which227
are not acceptable in the organization or organizational value system and will affect the way the work done and228
the way employees behave are good, in other words that with the leadership encourage employees to be active in229
making a new idea or idea for the development of the organization has formed an employee interest in pursuing230
the field of work that is being done so that with a growing active attitude and employee interest in the work will231
contribute to the implementation of the vision and mission in an organization and support the existence of work232
programs that exist within an organization.233

17 a)234

Leadership encouragement to be able to work faster and in accordance with the tasks that have formed the235
sincerity of the employees in completing the task burden that is carried out so that with the encouragement from236
the leadership and sincerity as a commitment from the employees will create a work accuracy in accordance with237
the time given and increasing the quality and quantity of the work that is in an organization. Coordination with238
co-workers in completing an existing work within the organization will form mutual assistance among employees239
in working, this attitude is very important in shaping the commitment of an employee to his organization so that240
coordination is built and help each other among its employees as an important role in growing commitment will241
create capabilities and work programs that are in line with the expectations of an organization in building242
and improving overall organizational performance.d) Job Satisfaction Mediates the Effect of Organizational243
Commitment to Employee Performance244

The results showed that the s-t value of the organizational commitment variable was = 0.038 or <beta of245
the interaction of the independent variables (organizational commitment) and job satisfaction variables, so the246
variable organizational commitment through job satisfaction could improve employee performance. Thus this247
study supports research conducted by Debora Jublianty Anniversary, et al (2014) empirically prove that the248
interaction between job satisfaction and organizational commitment has a significant positive effect on employee249
performance.250

Organizational commitment as the degree to which employees believe and want to accept the goals of the251
organization and will remain or will not leave their organization is good, in other words that there is a strong252
commitment to maintaining membership in the organization.253

The understanding of each regulation that is used as a guide in conducting an examination, and the completion254
of tasks or jobs even though the leader is not in the office, has established a proactive attitude in seeking new work255
procedures and creativity in helping to improve organizational integrity, and creating extra willingness or effort256
besides work that has been determined, to help the success of the organization and increase work achievement257
in accordance with organizational expectations.258

18 VI.259

19 Conclusion260

Organizational culture and organizational commitment have a positive effect on employee performance at261
PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area. Organizational culture and262

5



19 CONCLUSION

organizational commitment have a positive effect on employee job satisfaction at PT. Bank Mandiri (Persero),263
Tbk Medan Imam Bonjol Business Banking Area. Organizational culture, work organizational commitment has264
a very strong influence on employee performance through variable job satisfaction as a moderating variable on265
employees of PT. Bank Mandiri (Persero), Tbk Medan Imam Bonjol Business Banking Area.266

Based on the results of the analysis of the answers from respondents and verification of the research hypotheses,267
it can be suggested the following things, the Company can pay more attention to the employee job satisfaction268
achieved. Likewise, the praise given by superiors to subordinates positively so as to provide motivation to work269
better, giving positive rewards to employees is a good way to encourage and make them increasingly want to be270
engaged with the company. 1 2

2

Figure 1: Table 2 :

4

80 -1.00.

Figure 2: Table 4 :

2018
Year
Volume XVIII Issue XI Version I
( ) A
Global Journal of Management and Business Research

Figure 3:
271

1The Effect of Organizational Culture and Commitment to Performance of Employees with Working
Satisfaction as Moderation Variables in Pt. Bank Mandiri (Persero) Area Medan

2© 2018 Global Journals

6



[Burhan, Arif dkk. 2103. Pengaruh Budaya Organisasi, Dan Komitmen Organisasi Terhadap Kinerja Karyawan Dengan Mediasi Kepuasan Kerja Pada Pt]272
, http://ejournals1.undip.ac.id/index.php/ Bpr Setia Karib Abadi Semarang. Diponegoro Journal273
of Social and Politic Burhan, Arif dkk. 2103. Pengaruh Budaya Organisasi, Dan Komitmen Organisasi274
Terhadap Kinerja Karyawan Dengan Mediasi Kepuasan Kerja Pada Pt (ed.)275

[Robbins and Coulter ()] , Stephen Dan Robbins , Mary Coulter . Manajemen. Jilid I Edisi Ke Enam 2010.276
PT.Prenhallindo.277

[Anniversary et al. ()] Analisis Pengaruh Budaya Organisasi Dan Kepuasan Kerja Terhadap Kinerja Karyawan278
Dengan Komitmen Organisasi Sebagai Variabel Intervening (Studi Kasus: PT, Debora Jublianty Anniversary279
, B Putiri , Katili , K Shanti , Anggraeni . 2014. Krakatau Industrial Estate Cilegon). Jurusan Teknik Industri280
Universitas Sultan Ageng Tirtayasa281

[Ghozali ()] Aplikasi Analisis Multivariate, Imam Ghozali . 2009. Undip. Semarang.282

[Empirical Study on the Influence among Corporate Sponsorship, Organizational Commitment, Organizational Cohesiveness and Turnover Intention Interdisciplinary Journal of Contemporary Research In Business ()]283
‘Empirical Study on the Influence among Corporate Sponsorship, Organizational Commitment,284
Organizational Cohesiveness and Turnover Intention’. Interdisciplinary Journal of Contemporary Research285
In Business 2012. 5 (10) p. . (Journal of Management and Sustainability.)286

[Ghorbanpour et al. ()] Investigating the Effect of Organization Commitment on Performance of Auditors in the287
Community of Certified Accountants, Zahra Ghorbanpour , F D D Hasan , Heyrani . 2014.288

[Robbins ()] Jilid 1 & 2, Alih Bahasa: Hadyana Pujaatmaka, Indeks Kelompok Gramedia, Robbins . 2010.289
Jakarta. (Perilaku Organisasi)290

[Edison and Dan Komariyah ()] Manajemen Sumber Daya Manusia. Cetakan ke-1, Anwar Edison , Yohny Dan291
Komariyah , Imas . 2016. Bandung: Alfabeta.292

[Fauzi et al. ()] ‘Pengaruh Budaya Organisasi Dan Kepuasan Kerja Terhadap Kinerja Karyawan Dengan293
Komitmen Organisasi Sebagai Variabel Intervening (Studi Pada Karyawan PT. Toys Games Indonesia294
Semarang)’. Fauzi , Moch Muhammad , Andi Tri Mukeri Warso Dan , Haryono . Journal of Management295
2016. Maret 2016. 02 (02) .296

[Rifansyah ()] ‘Pengaruh Gaya Kepemimpinan Transformasional Dan Budaya Organisasi Terhadap Kinerja297
Karyawan Pada PT. Bank Rakyat Indonesia (Persero)’. Ogi Rifansyah . Tbk. Kantor Wilayah Pekanbaru.298
Jurusan Ilmu Administrasi Bisnis Fakultas Ilmu Sosial dan Ilmu Politik, 2016. Universitas Riau Program299
Studi Ilmu Administrasi FISIP Universitas Riau300

[Sumowo ()] ‘Pengaruh Komitmen Organisasi dan Kepuasan Kerja Terhadap Kinerja Pegawai dengan Budaya301
Organisasi Sebagai Moderating Variabel’. Seno Sumowo . Jurnal Penelitian Ipteks Januari, 2016. 2016.302

[Umam ()] Perilaku Organisasi, Khaerul Umam . 2010. Bandung: CV Pustaka Setia.303

[Sutrisno ()] Edy Sutrisno . Manajemen Sumber Daya Manusia. Jakarta: Kencana Prenada Media Grup, 2013.304

[Syauta et al. ()] ‘The Influence of Organizational Culture, Organizational Commitment to Job Satisfaction and305
Employee Performance (Study at Municipal Waterworks of Jayapura’. J H Syauta , A T Eka , S Margono306
, Solimun . Papua Indonesia). International Journal of Business and Management Invention. ISSN 2012. 1307
(1) p. . (Print) (ISSN)308

7

http://ejournals1.undip.ac.id/index.php/

