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Article Info  The purpose of this study was to determine and analyze the effect of individual characteristics 

and organizational culture on performance mediated by job satisfaction at PT Monrad Intan 
Barakat, Banjar Regency. The respondents of this research were 58 employees of PT Monrad 
Intan Barakat Banjar Regency, with probability sampling technique or random. The analysis 
tool used the SmartPLS version 3.0 application. The results of the study found that (1) 
individual characteristics affect job satisfaction, (2) organizational culture affects job 
satisfaction, (3) individual characteristics do not affect performance, 4) organizational culture 
does not affect performance, and (5) job satisfaction has an effect on performance. 
performance. Meanwhile (6) Job Satisfaction mediates the effect of Individual Characteristics 
on Performance and (7) Job Satisfaction mediates the influence of Organizational Culture on 
Performance 
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1. INTRODUCTION 

Management's attention to employee performance, which is the capital of the human 
resources sector, will certainly be maximized in order to be able to create maximum work results. 
Likewise, the plantation company PT. Monrad Intan Barakat, Banjar Regency will certainly 
maximize performance for its employees, so that employees who work can be more productive to 
the maximum, through training so that their performance results can satisfy all parties. Because after 
all, the results of the employee's performance will ultimately return to the company in meeting the 
achievement of maximum work results and profit targets. 

From the researcher's experience, there has been a decline in production results over the past 3 
years from observations and interviews in the field, the factors that caused the decline were due to the 
location of the plantation being less productive and lack of maintenance including fertilization, in 
addition, the plantation area is far from water sources when the dry season occurs and on the other 
hand, the decline in production results is also due to forest fires that often occur when the dry season 
arrives. Apart from the decline in production results. The number of employees has also decreased 
over the past 3 years. The researcher intends to find other factors in the decline in the number of 
production results and the reduction in the number of employees by conducting research. Are there 
other factors such as Individual Characteristics, Organizational Culture and Job Satisfaction that affect 
employee performance. 

In writing this research, the author Seeing the importance of the influence of individual 
characteristics and organizational culture on job satisfaction , what i like the most determine success 
employee performance , then research interested For do study more with Title : “The Influence of 
Individual Characteristics and Organizational Culture on Employee Performance Mediated by Job 
Satisfaction at PT Monrad Intan Barakat” 
Literature Review 

1. Individual Characteristics 
Each employee has different individual characteristics. Age, Gender, Length of Service 
and Education Level are included in the biographical/individual characteristics of 
employees that will affect employee job satisfaction and performance (Robbins & 
Judge, 2013). 

2. Organizational Culture 
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Organizational culture can influence the way people behave and should be a benchmark 
in every organizational development program and policy taken. This is related to how 
culture influences the organization and how an organization can be managed by the 
organization. Organizational culture can be formed in a relatively long time because it 
originates from and can be influenced by internal culture, external culture and large 
culture. In their book entitled Human Resources Management , Mondy and Noe 
(2010:321) state that "Culture can be characterized by trust in subordinates, open 
communication, considerate and supportive leadership, group problem solving, and 
high output goals" . According to Edison, et al. (2016 p. 120) organizational culture is a 
pattern of beliefs, behaviors, assumptions, and values that are shared. Organizational 
culture shapes the way members behave and interact and influences the way they work. 
In turn, this organizational culture is expected to be able to create an environment that 
is conducive to improving individual and organizational performance. 

3. Job Satisfaction 
According to Luthans (2007), employee job satisfaction is a positive feeling that is 
formed from employee assessments of their work based on employee perceptions of 
how good their work is, which means that what is obtained in work has fulfilled what is 
considered important. Indicators of job satisfaction according to Luthans (2007) are: (1) 
satisfaction with salary or wage payments, (2) satisfaction with the work itself, (3) 
satisfaction with co-workers, (4) satisfaction with promotions, and (5) satisfaction with 
work supervision. 

4. Performance a 
Performance is the result of a process that refers to and is measured over a certain 
period of time based on previously established provisions or agreements. According to 
Sutrisno (2016:172) “Performance is the result of employee work seen from the aspects 
of quality, quantity, working time, and cooperation to achieve the goals set by the 
organization. 

 
2. RESEARCH METHODS 

This research activity was conducted on employees. The reason for choosing the object of this 
research is PT. Monrad Intan Barakat, Banjar Regency because there has been no research on the 
relationship between the variables of Individual Characteristics, Organizational Culture, and Job 
Satisfaction with the Performance of employees of PT. Monrad Intan Barakat, Banjar Regency, so 
they are interested in conducting research with this study. So that this study has a quantitative 
research design. This study intends to explain the influence between variables through hypothesis 
testing and at the same time explain several variables, so the nature of this research is explanatory 
research . 
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The types of data used in this study consist of Primary data (original data) is data obtained 

directly from respondents, this data will later be analyzed in this study. Secondary data is data 
obtained not from the primary source, but from -other parties or from documentation/archive data. 
Population is not only people but also objects and other natural objects. The population in this study 
were employees of PT. Monrad Intan Barakat, Banjar Regency. which numbered 139 employees 

The data analysis technique in this study used Partial Least Square (PLS). PLS is a Structural 
Equation Modeling (SEM) equation model with an approach based on variance or component-based 
structural equation modeling. According to Ghozali & Latan (2015), the purpose of PLS-SEM is to 
develop theory or build theory (prediction orientation). PLS is used to explain whether or not there 
is a relationship between latent variables (prediction). PLS is a powerful analysis method because 
it does not assume current data with a certain scale of measurement, a small number of samples 
(Ghozali, 2011). 

 
3. RESULT AND DISCUSSION 
General Description of Research Object 

a. Company name: PT. Monrad Intan Barakat 
b. General Manager: Zulsony Idial 
b. Address : Jl Limamar Village, RT 002/001 Astambul District, Banjar Regency 
c. Type of business : Palm oil plantation 
d. year of establishment : 2010 

Analysis of Research Results 
a. Descriptive Statistical Test 

Descriptive statistics are statistics that function to describe or provide an overview of 
the object being studied through sample or population data as it is, without conducting 
analysis and making conclusions that apply to the general public (Sugiyono, 2016). 

b. Measurement Model Test or Outer Model 
The measurement model or outer model shows how each indicator block relates to its 
latent variables. Evaluation of the measurement model through confirmatory factor 
analysis is by using the MTMM (MultiTrait-MultiMethod) approach by testing 
convergent and discriminant validity. Meanwhile, the reliability test is carried out in 
two ways, namely with Cronbach's Alpha and Composite Reliability (Ghozali & Latan, 
2015) 

Convergent Validity 
The convergent validity of the measurement model with reflective indicators can be seen from 

the correlation between the item score/indicator and the construct score. An individual reflective 
measure is said to be high if it correlates more than 0.70 with the construct to be measured. However, 
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in the scale development stage research, loadings of 0.50 to 0.60 are still acceptable (Ghozali & 
Latan, 2015). 
Discriminant Validity 

The discriminant validity of the indicator can be seen in the cross loading between the 
indicator and its construct. If the correlation of the construct with its indicators is higher than the 
correlation of the indicators with other constructs, then this indicates that the latent construct predicts 
the indicators in their block better than the indicators in other blocks. Another method to assess 
discriminant validity is to compare the square root of the average variance extracted (√AVE) for each 
construct with the correlation between the construct and other constructs with the model. The model 
is said to have quite good discriminant validity if the AVE root for each construct is greater than the 
correlation between the construct and other constructs (Fornell & Larcker, 1981 in Ghozali, 2011). In 
Ghozali & Latan (2015) explains another test to assess the validity of the construct by looking at the 
AVE value. The model is said to be good if the AVE of each construct is greater than 0.50.  
Reliability  

In addition to the validity test, model measurement is also carried out to test the reliability of a 
construct. Reliability testing is carried out to prove the accuracy, consistency and precision of the 
instrument in measuring the construct. In PLS-SEM using the SmartPLS 3.0 program, to measure the 
reliability of a construct with a reflective indicator can be done in two ways, namely with Cronbach's 
Alpha and Composite Reliability. The construct is declared reliable if the composite reliability value 
or Cronbach alpha is above 0.70 (Ghozali & Latan, 2015). 

a. Structural Model or Inner Model Test 
The structural model or inner model shows the relationship or strength of the estimate 
between latent variables or constructs based on substantive theory. 

b. Direct and Indirect Influence Test 
This test is carried out to see the magnitude of the indirect influence value between 
variables. This test is carried out using the bootstrapping method using smartPLS 3.0. 
In this study there is an intervening variable, namely dysfunctional behavior. The 
intervening variable is said to be able to mediate the influence of exogenous 
(independent) variables on endogenous (dependent) variables if the T statistic value is 
greater than the T table and the P value is smaller than the significance level used (5%) 

c. Inner Model Calculation Results 
Direct influence Based on the data processing that has been carried out using the smart 
PLS 3.0 program, based on the results of the direct effects inner model analysis in the 
image above, the following conclusions can be drawn.: 

Table 2.1 Direct Influence (Path Coefficients)  
 

 
 
 
 
 
 
 

 
Source: Processed by Researchers at Smartpls3.0 

Inner Model Calculation Results 
1.  The direct influence between Individual Characteristics and Job Satisfaction is a P Value of 

0.000, which means it has an influence because it is <0.5% with a T statistic of 3.535. This 
influence is positive. 

2. There is no influence between Individual Characteristics on Performance, the P Value is 0.101, 
which means > 0.5% with a T statistic of 1.645. This influence is positive. 
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3. The direct influence between Organizational Culture and job satisfaction is P Value of 0.001 
which means <0.5% with T statistic of 3.347. This influence is positive. 

4.  No Influence between Organizational Culture and Performance is P Value of 0.753 which 
means > 0.5% with Tstatistic of 0.315. This influence is positive. 

5.  The direct influence between Job Satisfaction and Performance is P Value of 0.000 which 
means <0.5% with Tstatistic of 4.606. This influence is positive. 
Indirect influence Based on the data processing that has been carried out using the smartPLS 3.0 

program, based on the results of the direct effects inner model analysis in the image above, the 
following conclusions can be drawn.: 

Table 2.2 Indirect Effects 
 

 
 
 
 
 

 
 
 

Source: Processed by Researchers at Smartpls3.0 
Inner Model Calculation Results 

1.  The indirect influence of Individual Characteristics on Performance through Job Satisfaction 
(Z) is a P Value of 0.001 <0.5 with a T statistic of 3.343. This influence is positive. 

2.  The indirect influence of Organizational Culture on Performance through Job Satisfaction is a P 
Value of 0.009 < 0.5% with a T statistic of 2.707 which is positive. 

 
4. CONCLUSION 

Individual Characteristics have a significant influence on Satisfaction with Job Satisfaction of 
PT Monrad Intan Barakat employees, Banjar Regency. Organizational culture has a significant 
influence on employee job satisfaction at PT Monrad Intan Barakat, Banjar Regency. Individual 
characteristics do not have a significant effect on the performance of PT Monrad Intan Barakat 
employees in Banjar Regency. Organizational culture does not have a significant influence on the 
performance of employees of PT Monrad In tan Barakat, Banjar Regency. Job satisfaction has a 
significant influence on the performance of employees of PT Monrad Intan Barakat, Banjar Regency.  
Job Satisfaction mediates the influence of Individual Characteristics on the Performance of 
Employees of PT Monrad Intan Barakat, Banjar Regency. Job Satisfaction Mediates the influence of 
Organizational Culture on Employee Performance at PT Monrad Intan Barakat, Banjar Regency is 
significant. 
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