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Influence Of Competence, Cultural Organization, 
And Job Satisfaction Of Career Development And 
Implications On The Performance Of Employees 
(Survey On State-Owned Enterprises (Soes) In 

The Region Of Cirebon) 
 

Zuki Kurniawan 
 

Abstract: The purpose of this study is describing and analyzing the influence of competence, organizational culture and career development for job 
satisfaction and its implications on the performance of employees. The purpose of this study is determining the effect of competence, organizational 
culture, and career development for satisfaction and its implications for employee performance improvement of SOEs in the region of Cirebon either 
partially or simultaneously. The method used is descriptive verification with the type of survey, sampling using simple random sampling technique. The 
object of the study is conducting on employees of State Owned Enterprises (SOEs) Cirebon region with the sample of 240 respondents from the 
population of 605. The data analysis is descriptive analysis and verification using the Structural Equation Model (SEM) with the program Linear Structural 
Relationship (LISREL 8.80). The results showed that partial and simultaneous job satisfaction, career development, competency, and organizational 
culture affect the performance. Competencies, organizational culture, career development and job satisfaction simultaneously positive and significant 
effect on employee performance. However, the partial organizational culture is not significant to affect the performance of employee. The greatest good 
for job satisfaction on employee performance and career development is variable. Managerial implications based on the analysis of research  need to 
improve performance through job satisfaction in any aspect expectations are met, while the priority in improving job satisfaction and employee 
performance should give priority to the aspects of career development assessment, further premises employee competence skills and later human 
aspects of organizational culture with aspect results orientation. 
 
Index Terms: Competence, Organizational Culture, Career Development, Job Satisfaction, Performance. 

———————————————————— 

 

1 INTRODUCTION 

Development of technology and globalization are not in 
avoiding the many aspects of life, and this makes life’s 
environment change according to demands and needs. 
Receiving this, the human race inevitably will experience a 
variety of changes and claims to be able to survive it. Relating 
this, the activity of humanity in their lives undergoing the face 
in a challenge to be able to compete with other parties, as well 
as activity of human resources in an organization, of course, 
will be charged on the competitiveness with other 
organizations. Therefore, human resources as one of the vital 
elements in the organization should have the ability to auto-
competitive, except of course the factors related to 
organizational activities such as human resource 
competencies, understanding of the values of the organization, 
as well as providing opportunities in career development will 
be the main focus. On the background of factors include 
environmental change and influence into the organization 
either directly or indirectly to the subject of research, 
especially on behavioral aspects of human resources itself, 
because somehow the role of human resources as one of the 
vital elements of the organization in carrying out the activity 
should receive serious attention.  
 
 
 
 
 
 
 
 
 
 

Based on the above description then that would be the focus 
of the study related to the behavior of human resources in 
business organizations which are under the auspices of the 
State Owned Enterprises (SOEs), which is in the region of 
Cirebon. The officer claimed to have more roles in order to 
achieve the desired purpose, such as the ability or 
competence possessed. In this case it is clear coloring 
performance characteristics. Cause with competence, it would 
have helped establish a distinctive character to do the job and 
it will provide its own value. Other factors that can affect the 
performance of human resources is the values that are 
reflected in the culture of organizations that guide employees, 
in carrying out its activities the role of employees in the 
organization in addition to the measurement of ability should 
also be the existence of a provision of opportunity and trust in 
employees is reflected in the career development. Factors that 
raised this all intended to give an influence on employee 
attitudes in the work, both job satisfaction and to improve the 
overall performance of the organization in order to have a 
competitive edge. Some state-owned companies in the region 
of Cirebon engaged in the provision of services in the 
community has a dynamic of its own, but it continues to be a 
reason to innovate towards improving the quality of human 
resources (HR), due to the role and quality of human 
resources it would have also influence their performance on 
the existence of a transfer of knowledge from a variety of 
components related to employee performance. Some criteria 
related to employee performance assessment, and then some 
SOEs that became the object of study have its own criteria 
such as the following;  
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Table 1.1 Assesment Criteria 
 

No Score 
Crit

eria 
Performance 
result 2011 

Performance 
result 2012 

1 < 6,50 P5 - - 

2 6,50 - 7,49 P4 - 6,37 

3 7,50 - 8,49 P3 7,25 - 

4 8,50 - 9,49 P2 - - 

5 9,50 – 10,0 P1 - - 

Source ; Performance Criteria and Achievement  
 

Based on the table above, it shows that the achievement of 
the performance data on 2011 reached the figure of 7.25. It 
means that on the criteria P3, whereas on 2012 reached 6.37 
or are on the P2 criteria. Thus the achievement of the 
performance of employees of SOEs in the region of Cirebon 
during  2011 - 2012 period has decreased from P2 to P3 in 
various aspects of the assessment criteria such as quality, 
quantity, accuracy, speed, supervision, CS orientation 
(service), discipline and orderly administration, and 
cooperation. This also can be coaxed to do further research, 
especially regarding to the role of human resources as one of 
the vital elements in the organization. It can be seen more 
clearly in the following table: It is based on an initial survey 
suspected of issues such as;  
1) It is presumed existence of the condition of the 

competence of employees who still do not have maximum 
contribution and reflect the level of need and the alleged 
impact on employee performance.  

2) Understanding organizational culture that has not been 
reflected in behavior of the culture with a predictable effect 
on job satisfaction and employee performance. 

3) Giving a service to the community, attention to awards, 
the creation of a mutually beneficial partnership, 
collaboration and innovation had not been optimal; it is 
expected to have an impact on job satisfaction and 
employee performance. 

4) In the job satisfaction of employees feel inadequate so the 
alleged impact on employee performance. 

5) There is a delay factor in spurring self ability, so it often 
causes dissatisfaction among the people to the services 
provided. 

6) The program to improve the ability of employees through 
career development for employees is still open and 
adequately so that alleged effect on job satisfaction and 
employee performance. 

7) Condition relating to employee satisfaction factor is often 
a problem that inhibits performance.  

8) Carrier promotion policy as one element of the career 
development allegedly has not done well so that can 
affect employee performance. 

9) The role and opportunity for employees have not yet fully 
involved employees. It is expected to have an impact on 
job satisfaction.  

10) The office infrastructure is often too late to support 
activities to respond with improvements that allegedly 
causes dissatisfaction of employees within the existing 

state-owned enterprises, especially in the region of 
Cirebon.  

11) Factors that employees of childbearing age must have a 
high creativity to meet the challenges alleged impact on 
employee performance.  

12) Not in anticipation of the current competition of foreign 
technology companies as a result of globalization, so it is 
expected to affect the performance is not optimal. 
            

Therefore, further research needs to be done for the 
competence, organizational culture, and career development 
in order to increase job satisfaction and their implications on 
the performance of employees of SOEs in the region of 
Cirebon. Based on the description in the background, 
identification, and the extent of the problem, the problems can 
be formulated as follows; 
1. Does the competence affect on employee job satisfaction 

SOEs in the region of Cirebon? 
2. Does organizational culture affect the job satisfaction of 

employees of SOEs in the region of Cirebon?  
3. Is career development effect on employee job satisfaction 

SOEs in the region of Cirebon? 
4. What competencies, organizational culture and career 

development jointly affect the job satisfaction of 
employees of SOEs in the region of Cirebon?  

5. Does competence affect the employee's performance of 
SOEs in the region of Cirebon?  

6. Does organizational culture affect the employee's 
performance of SOEs in the region of Cirebon? 

7. Is career development effect on employee performance of 
SOEs in the region of Cirebon? 

8. Does job satisfaction affect the employee's performance 
of SOEs in the region of Cirebon? 

9. Do competence, organizational culture, career 
development and job satisfaction together affect the 
employee's performance of SOEs in Cirebon area? 

 
Based on the problem statements above, this study was 
conducted in order to; 
1. examine and analyze the influence of competence on job 

satisfaction of employees of SOEs in the region of 
Cirebon  

2. examine and analyze the influence of organizational 
culture on job satisfaction of employees of SOEs in the 
region of Cirebon  

3. examine and analyze the influence of career development 
on employee job satisfaction of SOEs in the region of 
Cirebon  

4. test and analyze the influence of competence, 
organizational culture and career development together 
on job satisfaction of employees of SOEs in the region of 
Cirebon  

5. examine and analyze the influence of competence which 
affect the employee's performance of SOEs in the region 
of Cirebon  

6. test and analyze the influence of culture organization on 
employee performance of SOEs in the region of Cirebon 

7. examine and analyze the influence of career development 
on employee performance of SOEs in the region of 
Cirebon  

8. examine and analyze the effect of job satisfaction on 
employee performance of SOEs in the region of Cirebon  

< 6,50 P5 

 6,50 - 7,49 P4 

7,50 - 8,49 P3 

8,50 - 9,49  P2 

9,50 – 10,0  P1 
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9. examine and analyze the effect of jointly competencies, 
organizational culture, career development and job 
satisfaction on employee performance of SOEs in the 
region of Cirebon 

 

2 LITERATURE REVIEW 

 

2.1 COMPETENCE 
Individually, each human being is essentially endowed by God 
Almighty in the form of capabilities that have been attached to 
him since birth. The ability of a person referred to as either soft 
or hard competence. This is in accordance with his nature as a 
creature. For the success of an organization, the employee's 
role as one of the vital resources is clear that the organization 
is indispensable addition to other resources. The roles of 
competent human resources to support the success of an 
organization are consistent opinion on this Zweel’s 
competence (2000) which said; there are three competences 
in supporting organization success; 1) competences of 
leadership, 2) competences of employees, 3) degree to foster 
corporate culture and maximize competence. Regardless of 
the pros and cons of being owned, in living one's life activities 
will be coupled with the ability to do something. As a result, the 
ability of someone will become his own characteristic as well 
as a differentiator with other people. And this also will have an 
impact on his life. In connection with it, the ability of a person 
is associated with the activity in workplace, then obviously the 
ability for a better performance. In addition, Wibowo (2012: 
324) said, "Competence is the ability to execute or perform a 
job or task that is based on the skills, knowledge and attitudes 
supported by the work required by the job". From the 
description it is clear that a person's abilities and skills are very 
instrumental in supporting the duties success. Nevertheless, 
the goal cannot be separated from the elements inside the 
organization such as leadership, coordination, ability, and 
management support. Thus, competence can also be 
associated with a person's pattern of thinking and attitude to 
work. Because of some factors such person's way of thinking 
is needed to face the task of the job. In addressing the current 
globalization wherever an employee must work at certain 
ability and make it as capital to keep the competition both now 
and for the foreseeable future. As suggested by Raymond 
J.Stone (2008) who said, "Globalization is allowing labor skill 
to deal with capital movement across the world to locations 
that offer the best competition and the best future ". Then, 
Robbins & Hunsaker (2012: 286) said, "Therefore, each 
member’s individual contribution should also be identified and 
made a part of his or her overall performance appraisal". 
Therefore, the contribution of each individual in the 
organization can be used as identification of performance for 
the organization as a whole. Whether competitive or not, this 
means that the performance of the organization as a whole, 
can be one of factors of which is the role of competent human 
resources. Opinions of Robbins & Hunsaker (2012), in general 
it can be said that the effectiveness of the performance of an 
employee within the organization depends on a leader. He 
must be able to classify the expertise or skills of his personnel 
into four factors among others: 
1. Conceptual Skills  

It is the ability to be possessed by a person in 
coordinating all the activities and interests of the 
organization. 

2. Human Skills 

It is the ability to establish relationships between fellow 
members and other organizations to work along to 
motivate each other either individually or in groups. 

3. Technical Skills 
This person has the ability to use the techniques and 
procedures as well as expertise in other specialized fields.  

4. Political Skills 
The ability to build one's position and authority within the 
organization based individual strengths and create a vast 
network connection.  

 

2.2  Organizational Culture 
How employees behave and what they should do much 
influenced by the values espoused by the organization, or 
termed as a culture? Work culture is a form of presumption 
owned, implicitly accepted by the group and to determine how 
these groups feel, thinks, and react diversely to its 
environment. Many cultures that adapted by the employees 
will have an impact on the development of the organization 
with a broader scope of activities, as stated by Newstrom 
(2011), "Eventually a culture of employees with adaptable 
cross-cultural can be developed in organizations with large 
international operations." Furthermore, Edgar Schein in 
Luthans (2011) said, "Organization culture as a basic 
assumption is invented, discovered, or developed by a given 
group as it learns its problems external adaptation and 
integration interval that has worked well enough to be 
considered to perceive, think, and feel in relation to review 
those problems. It goes without saying that organizational 
culture is an assumption for a particular group with the aim of 
trying to find a adaptable solution to a variety of problems both 
internal and external to the organization, so that organizational 
culture can be a material consideration in the act. According to 
Robbins and Judge (2008: 256), "Organizational culture is a 
shared meaning held by members that distinguishes an 
organization with other organizations". Therefore, in some 
research showed that there are seven main characteristics of 
the organization culture, which are comprised of: 
1. Innovation and courage to take risks: to what extent 

employees are encouraged to be innovative and take risks 
out their duties, analysis and attention to the little things. 

2. Attention to the little things: employees are expected to 
carry on. 

3. Orientation on the results: the degree to results-oriented 
management rather than on process and technical are 
used to achieve the results. 

4. Orientation on people: the extent of effects of 
management decisions pays particular attention to the 
people in the organization. 

5. Orientation on the team: the extent of teamwork takes 
precedence over individual work  

6. Aggressiveness: the extent of competitive aggressiveness 
and employees  

7. Stability: the extent of maintaining the status quo with a 
consideration of the organization's success. 
  

Thus, the organizational culture from the viewpoint of 
employees can provide guidance for employees to be 
important thing to do.  
 

2.3 Career Development 
One of the development programs for the employee's ability to 
give satisfaction for his achievements is career. Career is a 
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sequence of job positions held by an employee during his 
work. Furthermore on careers, Ivancevich and Konopaske 
(2013: 149) said "A career is an ongoing sequence of work 
related activities. It is not related to something that occurs in 
isolation". Allowed Noe, Hollenback, Gerhart, and Wright 
(2010) stated : 
1. Formal Education Program; including short courses 

offered by consultant or university programs. 
2. Assessment; a process in which multiple raters evaluate-

employees, a member of performances on exercises  
3. Job Experience; the relationship problems, demands, 

tasks and other features that their employees face at work 
caused by factors of employee satisfaction towards the 
organization is large enough, even for the long-term 
future. The various techniques of measuring the level of 
employee job satisfaction have described above. The 
satisfaction has broad meaning; there is just one aspect 
that causes a person's job satisfaction. Job satisfaction 
perceived by an employee whom the fulfillment of various 
needs. Furthermore, from the study of Robbins and Judge 
(2008) concluded the following regarding. 
 

2.4 Job Satisfaction 
1. Emotional response to work 
2. The existence of unmet expectations 
3. The existence of the achievement of value 
  
Job satisfaction is rising from intrinsic rewards (positive 
employment outcomes as a result of the performance) and 
extrinsic rewards (salary or wages) allocated equitably 
perceived performance. The ability and skill are paramount in 
supporting employee performance. Without having the 
required ability and skill, an employee will certainly hamper the 
results of work productivity. This is in accordance with the 
opinion delivered by Konopaske Ivancevich (2011: 73), 
"Abilities and skills play a major role in individual behavior and 
performance. Ability is a person's talent to perform a mental or 
physical task. Skill is a learned talent that a person has 
acquired to perform ", it said that the ability and skills play a 
major role in an individual's behavior and performance. As 
presented by Soelaiman Sukmalana (2007: 487), "Managers 
can focus more motivating than simply assessing the ability of 
employees who previously could only achieve a good 
performance." Furthermore, according to Harold Stovich in 
Soelaiman Sukmalana (2007) said that some aspects of 
performance include: 
1. Knowledge of Work 

Consideration an officer of the extent he can do a job. 
2. Quality of Work 

Judgment about the accuracy,  thoroughness and rigor of 
an officer. 

3. Quantity of Work 
Judgment regarding the amount of work that has been 
done. 

4. Ability to Learn 
Consideration of speed, facilities, procedures and the 
ability of officers on the job. 

5. Cooperation Ability to Work With Other 
Consideration of the extent of the officer can do in 
collaboration with other parties. 

6. Interest in Work  
Judgment regarding the extent of the factor of interest and 
attitude toward work tasks.  

2.5 Thinking Framework and Hypotheses 
Frame of thinking in this study reflects the linkage between 
processes variables studied among others, namely; 
1. Effect of Job Satisfaction Competency  
2. Influence of Organizational Culture on Job Satisfaction  
3. Influence of Job Satisfaction Career Development 
4. Influence of Job Satisfaction of Performance 
5. Influence of Competency Performance 
6. Influence of Organizational Culture of Performance  
7. Influence of Career Development of Performance 
 

For hypothesis can be seen in the image below: 
 
 

 
 
 
 
 
 
 
 
 
 

3 RESEARCH HYPOTHESIS 

Hypothesis 1: 
The competence influences job satisfaction of employees in 
state-owned companies in the region of Cirebon. 
Hypothesis  2: 
There is the influence of organizational culture on job 
satisfaction of employees of SOEs in the region of Cirebon. 
Hypothesis 3: 
There is a career development influences job satisfaction of 
employees of SOEs in the region of Cirebon.  
Hypothesis 4: 
Competence, Organizational Culture, and Career 
Development jointly affect the job satisfaction of employees of 
SOEs in the region of Cirebon. 
Hypothesis 5: 
The competence influences employee performance of SOEs 
in the region of Cirebon.  
Hypothesis 6: 
There is the influence of organizational culture on employee 
performance of SOEs in the region of Cirebon.  
Hypothesis 7: 
There is significant career development on employee 
performance of SOEs in the region of Cirebon. 
Hypothesis 8: 
There is the influence of job satisfaction on employee 
performance of SOEs in the region of Cirebon. 
Hypothesis 9: 
Competence, Organizational Culture, Career Development, 
and Work Satisfaction jointly affect the performance of 
employees of SOEs in the region of Cirebon. 
 

4 RESEARCH METHODOLOGY 

In this study, the researcher uses descriptive and verification 
method that aims to provide an overview of the variables 
studied. In addition, it is to determine the relationship of 
variables through hypothesis testing based on the data 
obtained in the field. Moreover, type of research is survey 
research. The verification is essentially the study wanted to 
test the truth of a hypothesis which is carried out through data 

Competence 

Career  

Developmen

t 

Performanc

e 

Culture 

Organization 

Culture 

Job 
Satisfaction 
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collection in the field. The subject of analysis in this study is 
the organization of the State Owned Enterprises (SOEs) in 
region of Cirebon. And to  test whether the variables of 
competence, organizational culture, and career development 
affect on employee job satisfaction and employee performance 
implications for SOEs in the region of Cirebon. Type of 
investigation that is used is causality and correlation, which is 
the type of research that suggested a causal relationship 
among the variables of competence, organizational culture 
and career development to variable employee satisfaction and 
performance of SOEs in the region of Cirebon. Based on the 
view of Soelaiman Sukmalana (2007) said that; "Descriptive 
survey method is a research method that takes a sample from 
a population and a questionnaire as data collection tools". 
Thus, this study uses this type of survey research.  
 
Operational Variables 
This study needs to be raised about the explanation of each of 
the variables studied, such as the concept of each latent 
variable to explain the various dimensions and indicators, 
where it is important as a basis for the establishment of an 
instrument. It is appropriate with opinion of Imam Ghozali 
(2012: 5) who said that, "A variable cannot be directly and 
required some indicators called latent variables and indicators 
that can be measured is called the manifest. Operational 
variable in this study is to clarify the variables that will be 
studied; they are competencies, organizational culture, career 
development, and job satisfaction, performance.  Sources of 
data in this study are primary and secondary data. The primary 
data is data that is directly obtained from the respondents as a 
source of data, and secondary data obtained from the 
documents of the research object. Determination of the 
number of samples by using Slovin formula (Sugiyono, 212) is: 
n = N / (1 + N (e) ²), where: N = population size, n = Sample 
Units, E = Error is tolerated (5%) . Therefore, by using Slovin 
formula is derived from the population-based sample of 
employees of SOEs in the region of Cirebon, amounting to N = 
605; namely n = 240, while the selection of the sample 
population used stratified random sampling technique. 
 

5 RESULTS AND DISCUSSION 

 
Table 5:1 Size Fit Model 

 

Indicator GOF 
Accepted 
Measure 

Estimated Conclusion 

Absolute Fit Criteria 

GFI GFI ≥ 0,90 0,87 Marginal Fit 

RMSEA 
RMSEA < 
0,08 

0,06 Good Fit 

 Incremental Fit Criteria 

NNFI NNFI ≥ 0,90 0,98 Good Fit 

NFI NFI ≥ 0,90 0,96 Good Fit 

AGFI AGFI ≥ 0,90 0,84 Marginal Fit 

RFI RFI ≥ 0,90 0,95 Good Fit 

IFI IFI ≥ 0,90 0,98 Good Fit 

CFI CFI ≥ 0,90 0,98 Good Fit 

PGFI PGFI ≥ 0,60 0,70 Good Fit 

Source: Research,  processed LISREL 8.80 

Based on the test results, if the criteria of the model from the 
data in the above studies indicate that the test has been 
obtained to meet the size criteria of fit of the model (Goodness 
of fit measures) and can be said to be the model obtained. It 
can be used to explain the relationship between the models 
under study. Among nine of the tested criteria, there are two 
numbers mean marginal fit do not meet the standard of good 
fit but approaching figure set. Based on theoretical concepts, 
(Hair, 2010) it can be considered to meet the requirements and 
analysis can be extended. According to the results of testing 
hypothesis 1 - 9 using Lisrel version 8.8, so as to obtain a 
structural equation model with output values as follows;  
ƞ1 = γ1iξ1 + γ1iξ2 + γ1iξ3 + ζ with the following equation; 
SATISFIED = COM + 0:26 * 0:29 * 0:54 * BUD + KAR, Error 
var. = 0:31,  
 
R² = 0.69  
  (0.01) (0.02) (0.01) (0.17)  
  2.28 3.15 4.12 3.47  
 
ƞ2 = γ2.1ξ1 + γ2.2ξ2 + γ2.3ξ3 + ζ2, with equivalent results as 
follows;  
 
WORK = 0:53 * 0:23 * SATISFIED + COM + 0:28 + 0:36 * 
BUD * KAR,  
 
Errorvar. = 0.04, R ² = 0.96 
  
         (0.01)   (0.03)   (0.29)  
 (0.02)  (0.033)  
         3.73   3.47   1.55  
 2.15   3.68 
 
And as a result of hypothesis testing can be seen in the 
following table; 
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Table 1.2: Significance Test Results Each variable (T-Value) 
 

No Hypothesis 
Path Coefficient 

(/R
2
) 

t Count t table Results  Statistics Conclusion 

1 
Competence effect on job 
satisfaction 

0,26 2,28 1,96 Significant 
Ho is rejected, there are influential 
competences on job satisfaction 

2 
Influence of organizational 
culture on job satisfaction 

0,29 3,15 1,96 Significant 
Ho is rejected, there is the 
influence of organizational culture 
on job satisfaction 

3 

Career development effect on 
job satisfaction 
 
 
 

0,54 4,12 1,96 Significant 
Ho is rejected, there is the 
influence of career development 
and job satisfaction among officers 

4 
Competencies, organizational 
culture, career development 
contribute to job satisfaction 

0,69 
175,0968 
 

2,60 Significant 

Ho is rejected, there is a 
contribution of competencies, 
organizational culture, career 
development and job satisfaction 

5 

Competence influence on 
employee performance 
 
 

0,23 3,47 1,96 Significant 
Ho is rejected, there is the 
influence of competence on the 
performance of officers 

6 
Influence of organizational 
culture on employee 
performance 

0,28 1,55 1,96 Not Significant 
H1 is accepted, no effect of 
organizational culture on employee 
performance 

7 
Career development effect on 
employee performance 
 

0,36 2,14 1,96 Significant 
Ho is rejected, there is the 
influence on the performance of the 
officer career development 

8 
Effect of job satisfaction on 
employee performance 

0,53 3,73 1,96 Significant 
Ho is rejected, there is the 
influence of job satisfaction on the 
performance of official 

9 

Competencies, organizational 
culture, career development, job 
satisfaction contributes to 
employee performance 

0,96 1410,00 2,37 Significant 

Ho is rejected, there is a 
contribution of competence, 
organizational culture, career 
development, job satisfaction on 
employee performance 

Source: Data research,  processed Lisrel 8.80 
 
 
For more details, it can be seen in the picture of the structure of the model as follows; 
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6 CONCLUSION 

7 Competence of employees and a significant positive effect 
on job satisfaction (Figure 5:21), with a value of 0.26, t 
count = 2.28. The dimension of the construct of employee 
competence which is the most dominant is human skills. 

8 Organizational Culture and significant positive effect on 
job satisfaction (Figure 5:21), with a value of 0.29, t count 
= 3.15. The dimension of the construct of organizational 
culture is the most dominant orientation on the results. 

9 Career Development positive and significant effect on job 
satisfaction (5:21), with a value of 0.54, t count = 4.12. 
The dimension of the construct of career development is 
the most dominant is the assessment.  

10 Taken together competencies, organizational culture, and 
career development contribute to job satisfaction (Figure 
5:21) in State Owned Enterprises (SOEs) in the area of 
Cirebon (structural equation 1) SATISFIED = COM + 0:26 
* 0:29 * 0:54 * BUD + KAR, Error var. = 0:31,R²=0.69  
(0.01) (0.02) (0.01) (0.17)  
2.28 3.15 4.12 3.47  
The value of a contribution of R2 = 0.69, t count = 
175.0968. This suggests that the competence, 
organizational culture, and career development is an 
important aspect in influencing job satisfaction of 
employees of State Owned Enterprises (SOEs) in the 
region of Cirebon. Partially variables greatest effect on job 
satisfaction is career development variables, whereas 

most small variable effect on job satisfaction is employee 
competence.  

11 Employee competence and a significant positive effect on 
employee performance (Figure 5:21), with a value of 0.23, 
t count = 3.47. The dimension of the construct of 
employee competence which is the most dominant is 
human skills.  

12 Organizational culture positive but not significant effect to 
employee performance (Figure 5:21) with a value of 0.28, 
because tcount <t table. / 1.55 <1.96. These data indicate 
that the influence of organizational culture is not strong 
enough giving impact on employee performance 
improvement on state-owned enterprises (SOEs) in the 
region of Cirebon.  

13 Career Development positive and significant effect on 
employee performance (figure 5:21), with a value of 0.34, 
t count = 2.14. The dimension of the construct of career 
development is the most dominant is the assessment.  

14 Job Satisfaction and significant positive effect on 
employee performance (Figure 5:21), with a value of 0.53, 
t count = 3.37. The dimension of the construct of job 
satisfaction is the most dominant is the expectations are 
met.  

15 Taking together among competencies, organizational 
culture, career development and job satisfaction 
contribute very strong on employee performance (Figure 
5:21) in State Owned Enterprises (SOEs) in the area of 
Cirebon (structural equation 2). 

Chi-Square=392..85, df=220, P-value=0.00000, 

RMSEA=0.057 
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WORK = 0:53 * 0:23 * SATISFIED + COM + 0:28 + 0:36 * 
BUD * KAR, Error var. = 0:04, R ² = 0.96  
(0.01)  (0.03)   (0.29)   (0.02)   
(0,033)  
3.73  3.47   1.55   2.15  
 3.68 
 
The value of a contribution of R2 = 0.96, t count = 1410.00. 
This suggests that competence, organizational culture, career 
development and job satisfaction are important aspects in 
improving the performance of employees in State-Owned 
Enterprises (SOEs) in the region of Cirebon. Although partially 
insignificant organizational culture on employee performance. 
Partially variables greatest influence on employee 
performance is variable job satisfaction. It means that if an 
employee gets satisfaction especially in accordance with 
expectations, the strong impact of the increase employee 
performance. Thus the first step in an effort to improve 
employee performance start of the evaluation of employee job 
satisfaction, career development opportunities, development 
of employee competencies, then realignment of organizational 
culture.  
 

Suggestion 
Conceptually and theoretically in the development of the 
aspects of competency, organizational culture, and career 
development affect on employee job satisfaction and 
performance. Based on the results of research that can be 
awakened employee performance, job satisfaction, especially 
if there is any aspect of unmet expectations, career 
development assessment, employee competence, human 
skills, and organizational culture parsial although not 
significant, result of orientation. The results of this study 
certainly need improvement. Therefore, further research needs 
to be done with all of the variables associated with the 
approach other on different objects, so it can be found theories 
and new concepts. Furthermore, the depth of knowledge of the 
results of this study can be used as a scientific reference in the 
development of HRM, organizational behavior (Organization 
Behavior) and the relevant other fields. 
 

Managerial Implications 
Based on the conclusions above, there are the managerial 
implications that can be done as follows:  
1. To build employee satisfaction of SOEs in the region of 

Cirebon, it has to go through career development factors, 
especially in the aspect of organizational culture 
assessment. And through the aspect of results orientation, 
and competence factors in the human aspect of skill, 
these results support the research conducted by Jung-
Hyung Lee in (Journal of managerial psychology vol.19, 
no.6,2004), and also supports the theory of Zweel (2000), 
Robbins and Judge (2008), Luthans (2011), and 
Newstrom (2011). 

 
To improve the employee performance of SOEs in the region 
of Cirebon, it has to go through the factors of job satisfaction, 
especially in the aspect of hope is fulfilled, then through the 
career development aspects of the assessment, and then 
backed competence in skills and human aspects of 
organizational culture in aspect orientation on results. And 
although in partial test of organizational culture is not 
significant but that does not mean the organization's culture is 

not important but must be pursued improvement and deeper 
understanding, so this means that job satisfaction is able to 
mediate the three exogenous variables mentioned above, 
namely competence, cultural organization, and career 
development. These results support the research conducted in 
Rosalind Forrester Research titled Implication of Lean 
Manufacturing for Human Resource Strategy (Journal of Work 
Study Vol.44 No.2, 2008) and strengthen the theory of 
Robbins and Hunsaker (2012), Robbins and Judge (2013) , 
Dessler (2011), Bernardin (2010), Lyle Spencer, Jr., and Signe 
M.Spencer in Wibowo (2010), and supports the opinion of 
Sudarwan Danim (2010) who said that job satisfaction is a 
combination of economic, social in terms of building 
performance. So the hope of improving the performance of 
employees in State-Owned Enterprises (SOEs) in Cirebon 
region, especially in the aspect of interest of work can be 
realized.  
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