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Abstract 

  
This study aims to analyze the influence of competence and communication on internal 

audit employees' performance at PT Bank Mandiri (Persero) Tbk with the mediating 

variable of Job Satisfaction. The population in this study were 284 employees of the 

internal audit of PT Bank Mandiri Tbk. Whereas in this study using saturated samples, 

the entire population of this study became research respondents. The data collection 

method is by distributing questionnaires as a primary data collection tool. Furthermore, 

the data is processed and analyzed using the Amoss 26 Structural Equation Models 

method. This study uses competency and communication independent variables as well 

as employee performance-dependent variables and job satisfaction mediation variables. 

The results of the study prove that there is an effect of competence on job satisfaction; 

there is an effect of communication on job satisfaction; there is an influence of 

competence on performance; there is an effect of communication on performance; there 

is an effect of job satisfaction on performance; there is an influence of competence on 

performance through job satisfaction; there is an effect of communication on 

performance through job satisfaction. 
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As one of the financial institutions that play a dominant role in the operation of the 

financial and banking service system, the performance of the bank can be an indicator 

that determines the rate of economic growth of a country because almost all economic 

activities are related to banking services. Apart from being an institution for the traffic 

and circulation of money, banks also play a role in assisting entrepreneurs in developing 

and improving their business. One of the functions of public banking services required 

by entrepreneurs is the provision of credit for business development and improvement. 

Bank Indonesia requires banks to have and implement an internal supervision system to 

ensure the implementation of a decision-making process in bank management according 

to the prudential principle. Considering that banks are associated with funds from the 

public, which are kept based on trust, each bank needs to maintain its health and maintain 

public trust. In this regard, banks are required to conduct business activities by the 

precautionary principle and maintain a soundness level by the following provisions: a) 

capital adequacy; b) asset quality; c) management quality; d) liquidity; e) profitability; 

and f) solvency. 

It is known that the implementation of an internal control system to ensure the 

implementation of a decision-making process in bank management by the prudential 

principles is an obligation for every bank, including for Bank Mandiri. One of the 

functions of this internal control is carried out by Bank Mandiri by the Internal Audit Unit. 

Safeguarding business activities according to the vision and mission of PT Bank Mandiri 

(Persero) Tbk and providing a foundation and guidelines for Internal Audit (IA), which 

is part of the Internal Control System. It is necessary to establish an Internal Audit Charter 

(IAC). The Internal Audit Charter was prepared based on the Bank Indonesia Regulation 

regarding the implementation of the Bank Internal Audit Function Implementation 

Standards (SPFAIB) and the Decree of the Head of the Capital Market & Financial 

Institutions Supervisory Agency concerning the Formation and Guidelines for the 

Preparation of the Internal Audit Unit Charter and standards from The Institute of Internal 

Auditors (IIA). 

Given that the implementation of the internal supervisory function is deemed essential for 

the decision-making process in bank management by the prudential principles, it is 

inevitable that the management of Bank Mandiri must optimize the performance of the 
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Internal Audit Unit. This work unit's performance depends on the performance of the 

employees serving in the Internal Audit Work Unit. Therefore, efforts to improve 

employee performance at the Internal Audit Work Unit of PT Bank Mandiri (Persero) 

Tbk deserve to be put forward as one of the strategic issues in developing banking 

performance. 

On the internal side, Bank Mandiri has been implementing the third phase of the 

transformation program for one year, where one of the strategies is to strengthen the 

distribution network by integrating all business segments and subsidiaries. The 

implementation of this strategy poses many challenges in terms of infrastructure readiness, 

changes in work culture, and Human Resources' capabilities. Also, the internal side of the 

Internal Audit unit, namely the number of junior employees, is more than the number of 

senior employees, and this can affect job dissatisfaction for senior employees due to the 

high competence of new employees and good communication with the leadership so that 

an increase in the number of employees enters each time its year. 

Employees' performance at the Internal Audit Work Unit of PT Bank Mandiri (Persero) 

Tbk needs to be improved to reach a reliable level. Efforts to enhance employee 

performance will achieve an expected level of success if the improvement efforts are 

made by considering the factors that affect employee performance. Thus, the performance 

of employees in the Internal Audit Unit is elevated to a phenomenon of individual 

performance that cannot be separated from the influence of various factors. Among the 

multiple factors that affect the performance of these employees, the authors assume that 

Competence and Communication are two factors that have a positive effect on Employee 

Performance at the Internal Audit Work Unit of PT Bank Mandiri (Persero) Tbk and with 

job satisfaction as the mediation of these two factors. To actualize these assumptions, the 

authors chose the following research title: "The Effect of Competence and 

Communication on Employee Performance of Internal Audit Work Unit at PT Bank 

Mandiri (Persero) Tbk with the Mediation Variable Job Satisfaction". The title of the 

research mentioned above was chosen because employee performance problems in the 

Internal Audit work unit of PT Bank Mandiri and their relationship with Competence and 

Communication can be appointed as the object of research to apply Economics, especially 

Human Resource Management. 
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LITERATURE REVIEW  

Employee performance 

Organizational performance rests on the performance of individuals or members of the 

organization. How individual performance can be a determining factor for organizational 

performance can be learned from the concept of understanding performance described by 

Prawirosentono (1999: 1) as follows: 

Performance is the work that can be achieved by a person or group of people in an 

organization, by their respective authorities and responsibilities, to achieve the goals of 

the organization concerned legally, does not violate the law, and is by morals and ethics. 

Levesque (Prawirosentono, 1999: 248) defines performance as "performance is we do 

and the result is produced by carrying out job functions", or what is done. The results 

achieved are made through the implementation of functions in work. 

Gordon (1993: 14) said that "Performance was a function of employee's ability, 

acceptance of goals, level of the goals, and the interaction of the goal with their ability." 

Gordon's opinion shows that performance contains four things: Ability, Acceptance of 

organizational goals; The level of goals achieved; and the interaction between the goals 

and capabilities of the members of the organization. 

Robbins (1996: 237) states that: "performance is the measurement of result, it asks the 

simple question did you get the job done." Another definition of performance is also 

expressed by Maier (in As'ad, 1995: 47), which says that performance is a person's 

success in carrying out a job. 

Performance is the result of a person as a whole during a specific period in carrying out 

tasks, such as standard work results, targets, or target criteria that have been determined 

in advance and have been mutually agreed upon (Veithzal, 2005: 97). Employee 

performance is not just information for promotion or salary determination for the 

company. However, how the company can motivate employees and develop a plan to fix 

the decline in performance can be avoided. According to Munandar (2008: 287), 

performance appraisal is a process of assessing personality traits, work behavior, and the 

work results of a worker or employee (workers and managers), which are considered to 

support their work performance, which is used as consideration for making decisions 

about measures in the field of the workforce. 
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According to Maltis and Jackson (2002), employee performance is how much they 

contribute to the organization, which includes: 

1) The number of outputs that should be compared with actual capabilities. 

2) Quality of production takes precedence over quantity 

3) Provision of time used in producing an item. If the employee can shorten the processing 

time according to the standard, then the employee can be said to have a good performance. 

4) The employee's attendance at the workplace has been determined at the beginning of 

the employee joining the company, if the employee's attendance is below the set working 

day standard, the employee will not be able to contribute optimally to the company 

5) The involvement of all employees in achieving the targets set is essential that good 

cooperation between employees will improve performance. 

Regarding indicators, according to Sutrisno (2009), performance measurement is directed 

at six aspects, namely: 

1) Work results: the level of quantity and quality that has been produced and the extent 

to which supervision is carried out. 

2) Job knowledge: the level of expertise associated with the job assignment directly 

affects the work's quantity and quality. 

3) Initiative: the initiative level during work tasks, especially in terms of handling 

problems that arise. 

4) Mental skills: the ability and speed of accepting work instructions and adapting to 

existing work methods and work situations. 

5) Attitude: the level of morale and positive attitude in carrying out work tasks. 

6) Discipline of time and attendance: level of punctuality and level of attendance 

The description above, it can be synthesized that performance is the result of a person as 

a whole during a specific period in carrying out tasks, such as work standards, targets, or 

target criteria that have been determined in advance and have been mutually agreed upon 

(Veithzal, 2005: 97). The dimensions that will be used as indicators of performance 

variables are work results, job knowledge, initiative, mental skills, attitudes, and 

discipline. 

Job satisfaction 



 

 

 

59 

According to Kreitner and Kinicki (2001; 271), job satisfaction is "an effectiveness or 

emotional response to various aspects of work". Davis and Newstrom (1985; 105) 

describe "job satisfaction as a set of employees' feelings about whether their job is fun or 

not". According to Robbins (2003; 78), job satisfaction is "a general attitude towards a 

person's job that shows the difference between the amount of rewards employees receive 

and the amount they believe they should receive". Job satisfaction is an affective or 

emotional response to various aspects of a person's job, so that job satisfaction is not a 

single concept. A person can be relatively satisfied with one aspect of a job and 

dissatisfied with one or more other elements. 

 Job Satisfaction is a worker's (positive) attitude towards his job, which arises based on 

assessing the work situation. The assessment can be carried out on one of the jobs; the 

evaluation is carried out as a sense of appreciation in achieving one of the job's critical 

values. Satisfied employees prefer their work situation rather than dislike them. Feelings 

related to job satisfaction and dissatisfaction tend to reflect the worker's assessment of 

current and past work experiences rather than expectations for the future. So it can be 

concluded that there are two essential elements in job satisfaction: job values and basic 

needs. Work values are the goals to be achieved in doing work tasks. What you want to 

achieve are work values that are considered necessary by individuals. It goes on to say 

that work values must match or help fulfill basic needs. Thus, it can be concluded that job 

satisfaction is the result of workforce-related work motivation. Overall job satisfaction 

for an individual is the sum of job satisfaction (from each aspect of the job) multiplied by 

the degree of importance of that aspect of the individual's employment. 

An individual will feel satisfied or dissatisfied with his work, which depends on how he 

perceives a match or contradiction between his desires and the results. So, it can be 

concluded that job satisfaction is a positive attitude of the workforce, including feelings 

and behavior towards their work through an assessment of one job as a sense of 

appreciation in achieving one of the important values of the job. 

Competence 

Competence correlates with performance because competence determines how a person 

does his job. In this context, David McClelland (in Martin, 2002: 151) says: 
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There is something fundamental characteristic that is more important in predicting job 

success. That something is more valuable than academic intelligence. Something that can 

be determined accurately can be a critical factor differentiating between a star performer 

and deadwood. According to McClelland, that something is called: Competence. 

Based on McClelland's thinking, it is clear that competence is one of the factors that 

distinguishes someone who can show optimal performance from someone unable to 

deliver optimal performance. Competence is a collection of human resources that 

dynamically indicates a person's intellectual capacity, mental attitude quality, and social 

capability. 

Neo (2002) in Winanti (2012: 250) explains that competence is an aspect of a person's 

ability which includes knowledge, skills, attitudes, values, or personal characteristics that 

enable workers to achieve success in completing their work through achieving results or 

success in completing tasks. 

Ainsworth et al. (2007: 73) say that competence is a combination of knowledge and skills 

that are relevant to work. Competence is the capacity to handle a job or task based on a 

predetermined standard. 

Furthermore, Boulter et al. (1996) in Yunus Journal (2012: 372-373) explains that 

competence is a fundamental characteristic of a person that enables them to produce 

superior performance in their work. (Boulter et al., 1996). Based on this description, the 

meaning of competence contains a part of the personality that is deep and inherent in a 

person with predictable behavior in various circumstances and job assignments. The 

prediction of who will perform well and who will not perform well can be measured from 

the criteria or standards used. 

Communication 

One of the administrative activities in establishing cooperation between work units that 

connect individuals with individuals, connecting individuals with groups or work units, 

and connecting groups with the environment is a communication activity. 

According to Rogers (in Sutarto, 1991: 8), "We defined communication as the process by 

which an idea is transferred from a source to a receiver to change his or her behavior". 

With this opinion, Rogers shows that communication is a process in which an idea is 

transferred from the source to the receiver to change its behavior. In this context, Wilbur 
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Schram (in Sutarto, 1991: 9) says Communication is an act of establishing contact 

between a sender and receiver, with the help of a message; the sender and receiver some 

common experience which means to the message encode and sent by the sender, and 

received and decoded by the receiver. 

Schram's opinion shows that communication is understood as making contact between 

sender and receiver, with the help of messages; Senders and recipients have some 

common experiences that give meaning to coded messages and send by the sender 

received and interpreted by the recipient. In this context, whether all contacts can be said 

to be a communication process and whether what distinguishes between connections is 

called communication or not. 

Theoretical Framework 

Based on the previous description, a research model can be prepared that describes the 

relationship between variables as follows: 

 

 

 

 

 

 

Figure 1. Research Model 

Based on the conceptual description, review of previous research, and the conceptual 

framework mentioned above, the hypotheses proposed in this study are as follows: 

Hypothesis 1: Competence affects the Job Satisfaction of Internal Audit Employees at PT. 

Bank Mandiri (Persero) Tbk. 

Hypothesis 2: Communication affects the Job Satisfaction of Internal Audit Employees 

at PT. Bank Mandiri (Persero) Tbk. 

Hypothesis 3: Competence affects the Internal Audit Employee Performance at PT. Bank 

Mandiri (Persero) Tbk. 

Hypothesis 4: Communication affects the Internal Audit Employee Performance at PT. 

Bank Mandiri (Persero) Tbk. 
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Hypothesis 5: Job Satisfaction affects Internal Audit Employee Performance at PT. Bank 

Mandiri (Persero) Tbk. 

Hypothesis 6: Competence affects Employee Performance which is intermediated by 

Internal Audit Job Satisfaction at PT. Bank Mandiri (Persero) Tbk. 

Hypothesis 7: Communication affects Employee Performance which is intermediated by 

Internal Audit Job Satisfaction at PT. Bank Mandiri (Persero) Tbk. 

RESEARCH METHOD  

Population and sample 

The population in this study were all employees of the Internal Audit of PT Bank Mandiri 

(Persero) Tbk, totaling 284 employees. Withdrawal of samples using saturated samples, 

then the entire population became the study sample, amounting to 284 respondents. 

Operational Definition 

The variables in this study are operationally defined as follows: 

Table 1. Operational Research Definition 

Variable 

Types 

 

Variable  
Dimension Indicator 

Dependent Performance 

1. Work Results 

2. Work Knowledge 

3. Initiative 

4. Mental Skills 

10 

Research 

Indicator 

Independent 

Job Satisfaction 

1. Own Work 

2. Relationship Bosses 

3. Friends at Work 

4. Promotion 

10 

Research 

Indicator 

Competency 

1. Core 

2. Function 

3. Role 

4. Work Model  

10 

Research 

Indicator 

Communication 

1. Control 

2. Motivation 

3. Information 

4. Expression 

5. Emotional 

10 

Research 

Indicator 

 

RESULT AND DISCUSSION  

Overall Model Fit 
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The results of the model fit size can be seen in the following table: Table 2: Model Fit 

Size Results 

 

Table 2. Model Fit Size Results 

The 

goodness of Fit 

Index 

Cut-off 

Value 

Default 

Model 

Evaluation 

Model 

Chi-Square The smaller, 

the better 

18,644  

Probability > 0,05 0,051 Good Fit 

CMIN/DF < 2,00 1,606 Good Fit 

GFI > 0,90 0,873 marginal Fit 

AGFI > 0,90 0,911 Good Fit 

TLI > 0,90 0,963 Good Fit 

CFI > 0,90 0,872 marginal Fit 

RMSEA < 0,08 0,02 Good Fit 

Source: Results of Data Processing (2019) 

The model construct test results are presented in Table 2 above and evaluated based on 

the fit indices' goodness. The criteria for the model and the standard that has the data's 

suitability can be seen in table 2. The following is a summary of the results of the 

goodness of fit test after modification: 

1) Chi-square value is 18.644 with the recommended significant level of acceptance is p> 

0.05, the chi-square value decreases after modification. Based on the research results, it 

was obtained that the chi-square was 13.644, so the model was declared a good fit. 

2) The probability value is 0.051, which is greater with a cut-off value of> 0.05, so the 

model is declared a good fit. 

3) The CMIN / DF value is 1.606 smaller with a cut-off value of <2.00, so the model is 

declared a good fit. 

4) The GFI value is 0.873, more or less with a cut-off value of> 0.90, so the model is 

declared marginal fit. 
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5) AGFI value is greater than 0.911 with a cut-off value> 0.90, so the model is told a good 

fit. 

6) The TLI value is 0.963, which is greater with a cut-off value> 0.90, so the model is 

declared a good fit. 

7) The CFI value is 0.872 more or less with a cut-off value> 0.90, so the model is declared 

marginal fit. 

8) The RMSEA value is greater than 0.02 with a cut-off value <0.08, so the model is 

declared a good fit. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Estimation Results of the Output Model 

Structural Model Analysis 



 

 

 

65 

 

The structural model analysis relates to coefficients or parameters that show the effect of 

the relationship between latent variables on other latent variables. The following is a table 

of regression weights from the results of structural model research. 

 

Table 3. Tabel Regression Weight  
   Estimate S.E. C.R. P Label 

PK 
<-

-- 
K -.447 .127 3.524 *** par_25 

PK 
<-

-- 
Ko -.402 .095 2.015 .001 par_26 

KK 
<-

-- 
K 1.166 .111 10.519 *** par_27 

KK 
<-

-- 
Ko .348 .128 2.732 .001 par_28 

KK 
<-

-- 
PK .496 .051 9.733 *** par_29 

KK 
<-

-- 
K,PK 1.000 .071   3.412 *** par_29 

Q4 
<-

-- 
Ko,PK .808 .144 5.598 *** par_1 

Source: Results of Data Processing (2019) 

Based on the table above, the hypothesis obtained is as follows: 

Table 3 above is used as the primary reference for conducting hypothesis testing in this 

study. The test criterion is HO reject if the Critical Value CR is 1.967 or the p-value is 

less than 0.05. The results of testing all hypotheses in this study are as follows: 

1) Hypothesis Testing 1 

Effect of Competence on Job Satisfaction 

Ho: Competence does not affect job satisfaction 

Ha: Competence affects the job satisfaction 

Result: The value of C.R. of 3.524> 1.967 and the p-value of 0.00 <0.05 

Then Ha is accepted so that it can be concluded that direct evidence of competence affects 

the job satisfaction 

2) Hypothesis Testing 2 

Effect of Communication on Job Satisfaction 

Ho: Communication does not affect job satisfaction 

Ha: Communication affects the job satisfaction 
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 Result: The value of C.R. amounting to 2.015> 1.967 and the p-value of 0.001 <0.05 

Then Ha accepted so that it can be concluded that communication affects the job 

satisfaction 

3) Hypothesis Testing 3 

Effect of Competence on Employee Performance 

Ho: competence does not affect employee performance 

Ha: competence affects employee performance 

Result: The value of C.R. amounting to 10,519> 1,967 and the p-value of 0.00 <0.05 

Then Ha is accepted so that it can be concluded that competence affects employee 

performance 

4) Hypothesis Testing 4 

The Influence of Communication on the Role of Employee Performance 

Ho: Communication does not affect employee performance 

Ha: Communication affects employee performance 

Result: The value of C.R. of 2.7> 1.967 and the p-value of 0.01 <0.05 

Then Ha is accepted so that it can be concluded that communication affects employee 

performance. 

5) Hypothesis Testing 5 

The Effect of Job Satisfaction on Employee Performance 

Ho: Job satisfaction does not affect employee performance. 

Ha: Job satisfaction affects employee performance 

Result: The value of C.R. amounting to 9.7> 1,967 and the p-value of 0.00 <0.05 

Then Ha is accepted so that it can be concluded that job satisfaction affects employee 

performance. 

6) Hypothesis Testing 6 

The influence of competence on employee performance through job satisfaction 

Ho: no Effect of competence on employee performance through job satisfaction 

Ha: The influence of competence on employee performance through job satisfaction 

Result: The value of C.R. 3,412> 1,967 and p-value of 0.00 <0.05 

Then Ha accepted so that it can be concluded that the influence of competence on 

employee performance through job satisfaction. 
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7) Hypothesis Testing 7 

The influence of communication on employee performance through job satisfaction 

Ho: no Effect of communication on employee performance through job satisfaction 

Ha: The influence of communication on employee performance through job satisfaction 

Result: The value of C.R. 3,412> 1,967 and p-value of 0.00 <0.05 

Then Ha accepted so that it can be concluded that the influence of competence on 

communication through job satisfaction. 

The research results presented above can be seen briefly in table 4 below: 

Table 4. Hypotheses Summary 

Variable T-score t-table 

Ha 

accepted if 

significance 

tscore > ttable 

Result 

Testing 

Competence on Job 

Satisfaction 

 

Communication on 

Job Satisfaction 

 

Competence on 

Performance 

 

Communication on 

Performance 

 

Job Satisfaction on 

Performance 

 

Competence on 

Performance 

through Job 

Satisfaction 

 

Communication on 

Performance 

through Job 

Satisfaction 
 

3,524  

 

 

2,015  

 

 

10,519  

 

 

2,732  

 

 

9.733   

 

 

3.412   

 

 

 

 

 

3.412   

1,967 

 

 

1,967 

 

 

1,967 

 

 

1,967 

 

 

1,967 

 

 

1,967 

 

 

 

 

 

1,967 

tscore > ttable 

 

 

tscore > ttable 

 

 

tscore > ttable 

 

 

tscore > ttable 

 

 

tscore > ttable 

 

 

tscore > ttable 

 

 

 

 

 

tscore > ttable 

 

Has a 

significant 

effect 

Has a 

significant 

effect 

Has a 

significant 

effect 

Has a 

significant 

effect 

Has a 

significant 

effect 

Has a 

significant 

effect 

 

 

Has a 

significant 

effect 
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Effect of Competence on Internal Audit Job Satisfaction at PT Bank Mandiri (Persero) 

Tbk 

The results showed that there was an influence between the Competency variable on the 

Job Satisfaction variable. This decision was seen from the research results, which proved 

that the t-table value was greater than t (3.524> 1.96). The influence between competence 

and job satisfaction variables looks significant. This can be seen from the research results 

of the Sig equal to 0.000, which is smaller than the sig value. 0.05. 

The influence between the Competency Variable and the Job Satisfaction Variable shows 

a causal relationship, which means that if the Competence of Internal Audit Employees 

at PT. Bank Mandiri (Persero) Tbk increased, the rise also followed this increase in Job 

Satisfaction of the Auditor of PT. Bank Mandiri (Persero) Tbk. Competency enhancement 

described can be done by improving the four dimensions of research that have been 

carried out, namely the core competency model, function, role, and work competency 

model. 

The Influence of Communication on Job Satisfaction of Internal Audit at PT Bank 

Mandiri (Persero) Tbk 

The results showed that there was an influence between the Communication variable on 

the Job Satisfaction variable. This decision was seen from the research results, which 

proved that the t-table value was greater than t (2.015> 1.96). The influence between 

Communication and Job Satisfaction Variables looks significant. This can be seen from 

the research results of the Sig equal to 0.001, which is smaller than the sig value. 0.05. 

The influence between the Communication Variable and the Job Satisfaction Variable 

shows a causal relationship, which means that if the Internal Audit Employee 

Communication at PT. Bank Mandiri (Persero) Tbk increased, an increase also followed 

this increase in Job Satisfaction of the Auditor of PT. Bank Mandiri (Persero) Tbk. 

Improved communication that is pictured can be done by increasing the four dimensions 

of research that have been carried out, namely Control; Motivation; Emotional 

expression; Information. 

The Effect of Competence on the Performance of Internal Audit Employees at PT Bank 

Mandiri (Persero) Tbk 
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The results showed that there was an influence between the competency variable on the 

employee performance variable. This decision was seen from the research results, which 

proved that the t-table value was greater than t (10.519> 1.96). The Influence between 

Competence and Performance Variables of Internal Audit Employees at PT. Bank 

Mandiri (Persero) Tbk looks significant; this can be seen from the research results of the 

Sig. equal to 0.000, which is smaller than the sig value. 0.05. 

The influence between Competency Variables and Internal Audit Employee Performance 

Variables at PT. Bank Mandiri (Persero) Tbk shows a causal relationship, which means 

that if the Internal Audit Employee Competence at PT. Bank Mandiri (Persero) Tbk 

increased, also followed by an increase in the Internal Audit Employee Performance at 

PT. Bank Mandiri (Persero) Tbk. Competency enhancement described can be done by 

improving the four dimensions of research that have been carried out, namely the core 

competency model, function, role, and work competency model. 

The Influence of Communication on the Performance of Internal Audit Employees at 

PT Bank Mandiri (Persero) Tbk 

The results showed that there was an influence between the Communication variable on 

the Employee Performance variable. This decision was seen from the research results, 

which proved that the t-table value was greater than t (2.732> 1.96). The Influence of 

Communication with Internal Audit Employee Performance Variables at PT. Bank 

Mandiri (Persero) Tbk looks significant; this can be seen from the research results of the 

Sig. equal to 0.001, which is smaller than the sig value. 0.05. 

The influence between Communication Variables and Internal Audit Employee 

Performance Variables at PT. Bank Mandiri (Persero) Tbk shows a causal relationship, 

which means that if the Internal Audit Employee Communication at PT. Bank Mandiri 

(Persero) Tbk increased, this increase was also followed by an increase in the Internal 

Audit Employee Performance at PT. Bank Mandiri (Persero) Tbk. Competency 

enhancement pictured can be done by increasing the four dimensions of research that have 

been carried out, namely control; Motivation; Emotional expression; Information. 

The Effect of Job Satisfaction on the Performance of Internal Audit Employees at PT 

Bank Mandiri (Persero) Tbk 
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The results showed that there was an influence between the Job Satisfaction variable on 

the Employee Performance variable. This decision was seen from the research results, 

which proved that the t-table value was greater than t (9,733> 1.96). The Influence of 

Communication with Internal Audit Employee Performance Variables at PT. Bank 

Mandiri (Persero) Tbk looks significant; this can be seen from the research results of the 

Sig. equal to 0.000, which is smaller than the sig value. 0.05. 

The influence between Job Satisfaction Variables and Internal Audit Employee 

Performance Variables at PT. Bank Mandiri (Persero) Tbk shows a causal relationship, 

which means that Internal Audit Employees' Job Satisfaction at PT. Bank Mandiri 

(Persero) Tbk increased. This increase was also followed by an increase in the Internal 

Audit Employee Performance at PT. Bank Mandiri (Persero) Tbk. The increase in Job 

Satisfaction as described can be done by increasing the four dimensions of research that 

have been carried out, namely the work itself (work itself), relationship with superiors 

(supervision), workmates (workers), and promotion. 

The Effect of Competence on Employee Performance Intermediated with Internal 

Audit Job Satisfaction at PT Bank Mandiri (Persero) Tbk 

The results showed an influence between the competency variable on the employee 

performance variable mediated by the job satisfaction variable. This decision was seen 

from the research results, which proved that the t-table value was greater than t (3,412> 

1.96). The Influence between Competence and Performance Variables of Internal Audit 

Employees at PT. Bank Mandiri (Persero) Tbk, which is intermediated by the Job 

Satisfaction variable looks significant; this can be seen from the research results of the 

Sig. equal to 0.000, which is smaller than the sig value. 0.05. 

The influence between Competency Variables and Internal Audit Employee Performance 

Variables at PT. Bank Mandiri (Persero) Tbk, which is intermediated by the Job 

Satisfaction variable shows a causal relationship, which means that if the Internal Audit 

Employee Competence at PT. Bank Mandiri (Persero) Tbk which is intermediated by the 

increased Job Satisfaction variable, this increase is also followed by an increase in the 

Performance of Internal Audit Employees at PT. Bank Mandiri (Persero) Tbk. The 

competency improvement described can be done by increasing the four dimensions of 

research that have been carried out, namely the core competency model, functions, roles, 
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and work competency models, as well as by increasing the four dimensions of the Job 

Satisfaction variable, namely the work itself, the relationship with superiors (supervision), 

workers and promotion. 

Influence of Communication affects Employee Performance which is intermediated by 

Internal Audit Job Satisfaction at PT Bank Mandiri (Persero) Tbk 

The results showed an influence between the Communication variable on the Employee 

Performance variable, which was mediated by the Job Satisfaction variable. This decision 

was seen from the research results, which proved that the t-table value was greater than t 

(5,598> 1.96). The Influence of Communication with Internal Audit Employee 

Performance Variables at PT. Bank Mandiri (Persero) Tbk, which is intermediated by the 

Job Satisfaction variable looks significant. This can be seen from the research results of 

the Sig. equal to 0.000, which is smaller than the sig value. 0.05. 

The influence between Communication Variables and Internal Audit Employee 

Performance Variables at PT. Bank Mandiri (Persero) Tbk, which is intermediated by the 

Job Satisfaction variable, shows a causal relationship, which means that if the Internal 

Audit Employee Communication at PT. Bank Mandiri (Persero) Tbk which is 

intermediated by the increased Job Satisfaction variable, this increase is also followed by 

an increase in the Performance of Internal Audit Employees at PT. Bank Mandiri 

(Persero) Tbk. Improved communication described can be done by improving the four 

dimensions of research that have been done, namely control; Motivation; Emotional 

expression; Information, and also by increasing the four dimensions of the Job 

Satisfaction variable, namely the work itself, relationship with superiors (supervision), 

co-workers (workers) and promotion. 

CONCLUSION  

Conclusion 

Based on the results of the research and discussion, the authors can provide the following 

conclusions: 

1. There is an influence of Competence on Internal Audit Job Satisfaction at PT Bank 

Mandiri (Persero) Tbk, the results can be seen from the value of CR of 3.524> 1.967 and 

the p-value of 0.00 <0.05. Then Ha is accepted so that it can be concluded that direct 

evidence of competence affects job satisfaction; 
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2. There is an influence of Communication on Internal Audit Job Satisfaction at PT Bank 

Mandiri (Persero) Tbk, the value of CR amounting to 2.015> 1.967 and the p-value of 

0.001 <0.05. So, Ha accepted so that it can be concluded that communication affects job 

satisfaction; 

3. There is an influence of competence on the performance of internal audit employees at 

PT Bank Mandiri (Persero) Tbk, the value of CR amounting to 10,519> 1,967 and the p-

value of 0.00 <0.05. So Ha is accepted so that it can be concluded that competence affects 

employee performance; 

4. There is an influence of communication on the Performance of Internal Audit 

Employees at PT Bank Mandiri (Persero) Tbk, the value of CR of 2.7> 1.967 and the p-

value of 0.01 <0.05. So, Ha is accepted so that it can be concluded that communication 

affects employee performance; 

5. There is an influence of Job Satisfaction on the Performance of Internal Audit 

Employees at PT Bank Mandiri (Persero) Tbk, the value of CR amounting to 9.7> 1,967 

and the p-value of 0.00 <0.05. Then Ha is accepted so that it can be concluded that job 

satisfaction affects employee performance; 

6. There is an influence of competence on Employee Performance which is intermediated 

by Internal Audit Job Satisfaction at PT Bank Mandiri (Persero) Tbk, the value of CR 

3,412> 1,967 and p-value of 0.00 <0.05. Then Ha accepted so that it can be concluded 

that the influence of competence on employee performance through job satisfaction 

7. There is an effect of communication influencing Employee Performance which is 

intermediated by Internal Audit Job Satisfaction at PT Bank Mandiri (Persero) Tbk, the 

value of CR 3,412> 1,967 and p-value of 0.00 <0.05. Then Ha accepted so that it can be 

concluded that the influence of competence on communication through job satisfaction. 

Suggestion 

Based on the discussion and conclusions obtained from the discussion of the research 

results, the following suggestions are presented: 

1. Increasing Job Satisfaction can be done by increasing the Competence of Internal Audit 

Employees at PT Bank Mandiri (Persero) Tbk, namely by increasing the core competency 

model, functions, roles, and work competency models; 
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2. Increasing Employee Job Satisfaction can be done by improving the communication of 

each Internal Audit employee at PT Bank Mandiri (Persero) Tbk, namely by increasing 

Control; Motivation; Emotional expression; Information; 

3. Improved Employee Performance Internal Audit of PT Bank Mandiri (Persero) Tbk 

can be improved by increasing Competence, Communication and Job Satisfaction of 

Employees. By improving the core competency model, function, role and work 

competency model, control; Motivation; Emotional expression; Information, work itself, 

relationship with superiors (supervision), co-workers (workers) and promotion. 
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