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Abstract. PT Wijaya Karya Rekayasa Konstruksi (WIKA REKON) in the 
Pandemic Era: The Impact of Organizational Culture, Career Development, and 
Competence on Job Satisfaction with Implications on Employee Performance, 
Borobudur University, Jakarta. In the aftermath of the pandemic, this study 
investigates the direct and indirect effects of organizational culture, career 
development, and competency characteristics on job satisfaction, as well as the 
consequences for employee performance. These factors include culture, career 
and competence which in this study functioned as independent variables to 
predict their relationship with Employee Satisfaction and Performance which is 
the dependent variable. The research sample was 120 employees of PT Wijaya 
Karya Rekayasa Konstruksi from various levels of position. Organizational 
culture has a direct beneficial influence on employee performance, according to 
data analysis tool SEM (Structural Equation Modeling). Employee satisfaction 
and performance are directly influenced by career development. Companies 
must focus on aligning organizational culture factors, developing employee 
careers and increasing competence in company dynamics in this pandemic era 
so that company interests and goals can be achieved. 
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1 Introduction 
 

COVID-19 is an important disease outbreak in global public health in 2020. The majority 
of developing countries will experience more obstacles than developed countries in restraining 
the rate of transmission of COVID-19, so that it has the potential to develop into a new 
epicenter, including Indonesia (Hopman et al., 2020. Companies must operate more 
effectively and efficiently in the face of competition in the pandemic age. Companies must be 
able to boost their competitiveness in order to stay afloat in the face of ever-increasing 
competition. PT WIjaya Karya Rekayasa Konstruksi is one of the Indonesian construction 
businesses that has a policy of optimizing its employees' production business operations. 
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The publishers are inclined to focus on "The Impact of Organizational Behavior, Career 
Progression, and Expertise in the Pandemic Era on Employee Satisfaction and Its Implications 
on Job Performance at PT. Wijaya Karya Construction Engineering (Wika -Rekon)" based on 
the above description. The phenomenon that occurred at PT Wijaya Karya Rekayasa 
Konstruksi, as a first step in researching a number of employees, shows a number of problems 
that need attention. The primary difficulties in this study were framed as follows, based on the 
context of the problems that occurred: 
a. The achievement of organizational targets has not been maximized in the Pandemic Era 
b. Low awareness of the work of employees for the organization (Demotivation) 
c. The level of discipline and motivation that tends to decrease 
d. The lack of clarity of goals and policies implemented by the organization 
 
 
2 Research Purposes 
 

The goal of this study is to test hypotheses and expose empirical facts as follows, based on 
the description of the problem given in Chapter I:  
a. To study the direct effect Organizational Culture on Job Satisfaction of PT Wijaya Karya 

Engineering Construction Employees in the Pandemic Era. 
b. To study the direct effect Career Development on Job Satisfaction of PT Wijaya Karya 

Engineering Construction Employees in the Pandemic Era. 
c. To study the direct effect Work Competence on Job Satisfaction of PT Wijaya Karya 

Engineering Construction Employees in the Pandemic Era. 
d. To study the indirect effect Organizational Culture on Employee Performance of PT 

Wijaya Karya Rekayasa Konstruksi in the Pandemic Era. 
e. To study the indirect effect Career Development on Employee Performance of PT Wijaya 

Karya Engineering Construction in the Pandemic Era. 
f. To examine the indirect effect of Competence on the Performance of PT Wijaya Karya 

Engineering Construction Employees in the Pandemic Era. 
g. To study the direct effect Job Satisfaction on the Performance of PT Wijaya Karya 

Engineering Construction employees in the Pandemic Era. 
 
Based on relevant research, the researcher found that not many researchers have 

researched Career Development and Employee Competence. This is the novelty of this 
research, where Career Development and Employee Competence as moderating variables 
influence Organizational Culture and Employee Satisfaction in the Pandemic Era on 
Employee Performance of PT Wijaya Karya Rekayasa Konstruksi. 
 
 
3 Thinking Framework 
 

Based on the concepts or theories above, in this discussion the framework of thinking in 
the analytical model is presented as follows: 

 



 
Based on the theoretical description and framework of thinking above, in this study the 

following hypothesis is proposed: 
H1 = Employee Performance is directly influenced by organizational culture. 
H2 = Customer Competency influences employee directly. 
H3 = Worker Productivity is closely influenced by employee career development. 
H4 = Performance Is influenced by organizational culture in an indirect way. 
H5 = Worker Expertise influences employee in a roundabout way. 
H6 = Worker Professional Growth has a direct impact on employee productivity. 
H7 = Worker satisfaction has a strong correlation with employee productivity. 
 
 
4 Methodology 
 

The method utilized in this study is a quantitative technique, which involves examining the 
numbers acquired in order to determine the extent of the link here between variables analyzed. 
The information utilized in this study was divided into two categories: 
a) Primary data, primary data is information gathered directly from respondents, namely PT 

Wijaya Karya Rekayasa Konstruksi workers. 
b) Secondary data, data that has been processed and provided by primary data collectors or 

other parties is referred to as secondary data. namely PT Wijaya Karya Rekayasa 
Konstruksi and other sources that support the analysis of this research such as books, 
articles, and other relevant publications. 
 
In order to collect the primary and secondary data, the researcher carried out the following 

techniques: 
a) Questionnaire, the questionnaire was designed to obtain the required data from the 

respondents, namely the employees of PT Wijaya Karya Rekayasa Konstruksi. The 
statements in the questionnaire have been designed in such a way that they do not deviate 
from the research objectives. In this questionnaire used a Likert scale model measurement 
scale with a scale range of 1 to 5. 

b) Study of literature, literature studies are carried out by studying and collecting data needed 
in research as well as from other sources relevant to the research problem, such as 
libraries, internet and discussion forums. 

 
 
 



5 Results and Discussion 
 

Based on the conceptual framework of the research that has been stated previously, this 
study has several hypotheses H0 and Ha from each variable. Where H0 is a hypothetical 
assumption that has no effect, while Ha is a hypothetical assumption that has an effect. To test 
the hypothesis, a statistical test was carried out with the calculation of Structural Equation 
Modeling (SEM) Analysis as a quantitative analysis. According to Ghozali (2005:84) "the t-
test statistic basically shows how far the influence of one explanatory/Independent variable 
individually in explaining the dependent variable". The hypothesis test is stated that H0 is 
rejected or the variable has an effect if the t-value> 1.96 at a = 0.05. The following is an 
explanation of the relationship between each influential variable in this study. 
 
H3 = Employee Career Development has a direct effect on Employee Performance 
a. Based on the results of hypothesis testing at a 95% confidence level with a correlation 

value of 0.768, it states that there is a significant influence between Employee Career 
Development on Employee Performance 

b. This shows that the research objective is to determine the effect of Employee Career 
Development on Employee performance in the work environment is proven. 

 
H6 = Employee Career Development has an indirect effect on Employee Performance 
a. Based on the results of hypothesis testing at a 95% confidence level with a correlation 

value of 0.768, it states that there is a significant influence between Employee Career 
Development on Employee Performance indirectly with moderation on Employee 
Satisfaction. 

b. his shows that the research objective is to determine the effect of Employee Career 
Development on Employee performance in the work environment is proven. 

 
H7 = Employee Satisfaction has a direct effect on Employee Performance 
a. Based on the results of hypothesis testing at a 95% confidence level with a correlation 

value of 0.755, it states that there is a significant influence between Employee Satisfaction 
on Employee Performance directly, 

b. This shows that the research objective is to determine the effect of Employee Satisfaction 
on Employee performance in the work environment is proven. 
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