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Abstract 
The objective of this study is to examine the effect if competencies and work environment on employee 
performance with employee satisfaction as an intervening variable. This paper is work during the Covid 19 
Pandemic era. The research used primary data and census sampling with number of sample 150 employees of CV 
Sapta Bona Artha company. The result shows that competencies and work environment has a positive effect on 
employee satisfaction and employee performance. Also, employee satisfaction shows a positive effect on 
employee performance. The research also found that employee satisfaction mediates the effect of competencies 
and work environment on employee performance. It is recommended that employee satisfaction is an important 
role to improve the employee performance. New normal conditions may cause uncertainty on the employee on 
improving their performance. Therefore, the company will need to formalize the best strategy for improving 
employee behavior to make the target and the objective of a company successfully achieved.   
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1. INTRODUCTION  
HR management should be integrated with organizational management and organizational strategic planning 
processes more effectively, to achieve better performance. But, during the Covid 19 pandemic, the effort in 
achieving the performance is getting slow and even stuck for some companies in the world, including Indonesia 
(Puspasari, 2020). These conditions affect CV Sapta Bona company unable to improve the employee performance. 
The pandemic covid 19 has impact of fear and doubt for so many peoples, including employees, even though their 
responsibility and workloads that must be resolved are kneaded to meet the results of achieving high performance. 
Performance is a result of work achieved by a person in carrying out the tasks assigned to him for his skills, 
experience, seriousness and time (Hasibuan, 2017). According to Setiyawan and Waridin (2006), a person's work 
can be assessed in terms of quality and quantity according to the work standards in the organization. The work 
results achieved by a person both in quality and quantity within a certain period time are suitable for the 
responsibilities and workload assigned to him (Mangkunegara, 2016). Performance is used as a measurement of 
achievement of employee work results, and employee success is as a contribution to support and to achieve the 
organizational goals. The better the work results achieved, the better the employee job satisfaction is obtained. 
High employee satisfaction at work can result in job performance (Rachman, 2017). 

Employees development program during The Pandemic  and Post-Pandemic may not become like before the 
era of Covid-19 pandemic, employees are less focused on improving their performance. Many employees have 
been working from home. Therefore the role of the organization on employees is needed to encourage competitive 
advantage in producing job performance. The organizational support and job performance can be strengthened 
when employees feel the satisfaction with the job (Sharma and Biswakarma, 2020). Employee satisfaction can be 
described as how satisfied an employee with his job position (Moyes et al., 2008).  According to Robbins and 
Judge (2017), job satisfaction is a general attitude of an individual towards the job, a person with a high level of 
job satisfaction shows a positive attitude towards the job. People who are dissatisfied with their work tend to 
display negative attitudes towards the job. So that the problem between satisfaction and dissatisfaction in the 
organization will be an obstacle in achieving the work performance of employees in the CV Sapta Bona Artha 
environment.   

The Organizational support with competencies perceived is correlated with job satisfaction and work 
performance. It shows that job satisfaction mediates the effect of organizational support perceived on job 
performance. Competence is described as the ability to carry out tasks, the ability to integrate knowledge, skills, 
attitudes or personal values, and the ability to build knowledge and skills based on the knowledge and learning 
that is carried out (Tannady, 2017 ). According to Campion et al., (2011) that competitive advantage in any 
organization is obtained by retaining competent employees as the main resource. Cummings and Worley (2011) 
found that new knowledge, skills, and behaviors are required from employees because of frequent organizational 
changes. Competence was not a new concept at its time but became the latest organizational practice due to certain 
developments in that direction (Patil, 2014). This is what makes the organization often make changes to overcome 
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uncertain work environment conditions. Due to the increase in the quality and competence of employees is a top 
priority in the organization. the importance of a good work environment is to maximize the level of job satisfaction 
(Raziqa and Maulabakhsha, 2014), and various factors in the work environment such as wages, working hours, 
autonomy given to employees, and the establishment of an organization in employee communication affect job 
satisfaction (Lane et.al., 2010). The importance of a good work environment to maximize the level of job 
satisfaction (Raziqa and Maulabakhsh, 2015). Agbozo et al. (2017) that the environment has a significant influence 
on employee satisfaction, and always emphasizes the need for management to improve the work environment of 
employees in improving their work results. This shows evidence that environmental conditions support employee 
work activities to produce job outcomes (Rachman, 2020). Hence, the research problems related that employee 
job performance often changes. Therefore, the research question of this research can be identified as follows: 

1. Does competency affect employee job satisfaction? 
2. Does the work environment affect employee job satisfaction? 
3. Do competencies affect employee performance? 
4. Does the work environment affect employee performance? 
5. Does job satisfaction affect employee performance? 
6. Does Job satisfaction mediate on the effect of competencies on employee performance? 
7. Does Job Satisfaction mediate the effect of the work environment on employee performance? 

Based on the formulation of the problem proposed in this research is then compiled with the conceptual 
model as in the figure below; 

 
Figure 1. The Model Conceptual Framework 

 
2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
Competencies 
Competency is an action taken by a person to improve intellectual thinking skills, carry out tasks based on 
knowledge, have work skills, and have a confident attitude/behavior to produce jobs (Rachman, 2012). 
Competencies consist of task skills, task management skills, contingency management skills, job role skills, and 
skill transfer (Ardianto et al., 2015). According to Francis (2015), Rahardjo (2014), Sriekaningsih (2015), Spencer 
and Spencer (1993), Hutapea and Thoha (2008) found that the competencies used to improve employee work in 
organizations consist of knowledge, abilities, and work attitudes. Previous research shows that competencies have 
a positive effect on improving employee work results because competence can change employee personality 
attitudes in understanding organizational goals (Suarmiati et al., 2018). 

 
Work Environment 
The  work  environment is an  important  factor in  improving employee performance.  
The work environment is everything that is around the workers and which can affect them in carrying out the tasks 
as assigned (Nitisemito, 2008). However, if the work environment is not good, it can pressure employees to take 
more time, and it does not support the acquisition of an efficient work system design (Sedarmayanti, 2011). 
According to Moekijat (2006), a good and comfortable company work environment can motivate employees to 
increase high work results, also, that good working conditions can reduce boredom and fatigue at work, so that it 
can improve employee performance properly. A supportive work environment helps workers to perform normal 
tasks effectively. Work environment creates the best use of their knowledge, skills and competencies as well as 
available resources to provide high-quality services (Leshabari et al., 2008), whereas Abualrub et al. (2016), 
Agbozo et al. (2017), Ayamolowo (2013), Bojadjiev et al. (2015) found that work environment factors have a 
positive effect on the dimensions of job satisfaction according to the conditions in which employees perform work 
activities. Therefore, the importance of a good work environment is to maximize the level of job satisfaction. This 
can benefit society by encouraging people to contribute more to their work and can assist them in their personal 
growth and development. Therefore, organizations need to motivate and give satisfaction to their employees to 
work hard to achieve organizational goals and objectives (Raziqa and Maulabakhsha, 2015). 
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Job Satisfaction 
Job satisfaction is the emotional feelings of employees about their job. Job satisfaction could be on their job in 
general or their attitude towards certain features, such as co-workers, salary, or working conditions (Lu and 
Barriball, 2005). Also, people's work results can meet or exceed expectations in determining the level of job 
satisfaction. Good and effective supervision by management will increase the level of employee satisfaction. 
Meanwhile, poor communication skills will increase the level of dissatisfaction among employees (Schroffel, 
1999). Therefore, situational influences are important on job satisfaction, it might be related to the job itself and/ 
or it is the most important personality type for predicting the core of self-assessment on job satisfaction. According 
to Catillo & Cano (2004) that the level of job satisfaction among faculty members in tertiary institutions shows 
that proper attention is given to the interpersonal relationships, recognition and supervision will increase the level 
of job satisfaction. Bakotic & Babic (2013) found that for workers who work in difficult working conditions, are 
not. Therefore, working conditions is an important factor. Previous research also found that other personality 
behaviors, such as extraversion and thoroughness is also affected job satisfaction of employees (Jugde and Mount, 
2002). This will make them equally satisfied with those who work in normal working conditions, and vice versa, 
overall performance will increase, and job satisfaction is a general attitude of individual work for people who have 
differences in the rewards received by employees with rewards that are believed to be acceptable (Robbins, 2015). 

  
Performance   
Employee performance can be known after people demonstrate their ability to carry out their duties and 
responsibilities. According to Sinambela, et al., (2016) employee performance is defined as the ability of 
employees to perform certain skills. Mangkunegara (2017) performance as a result of work achieved by employees 
in carrying out their duties both in quality and quantity with responsibility, while employee performance appraisal 
is based on assumptions. The assessment of employee performance is based on the assumptions (Mangkunegara, 
2017) including quantity of work, quality of work, and timeliness of work. 

Base on the above empirical research, this research has developed the followings research hypothesis: 
H1: Competencies affect employee job satisfaction 
H2: Work environment affect employee job satisfaction 
H3: Competencies affect employee performance 
H4: Work environment affect employee performance 
H5: Job satisfaction affects employee performance 
H6: Job satisfaction mediate on the effect of competencies on employee performance 
H7: Job Satisfaction mediate the effect of the work environment on employee performance 
 

3. Research Method 
Research Design 
The type of research used is a development model, the research is to examine the relationship between variables 
with sampling techniques as a tool for the data analysis process. This research design explains the details of 
important procedures to obtain the information needed to compile and / or solve research problems, and is a type 
of explanatory research (Rachman, 2018) 

 
Sample 
The sample of this research used 150 employees at CV Sapta Bona Artha in the district. Tulangan Sidoarjo 
Regency. While the sampling technique used saturated samples, because the population and samples for employees 
in this study were heterogeneous and limited in the number of populations, so the sampling technique used was 
saturated samples (Rachman, 2018). This research is used path analysis. The instrument testing research is used 
by determining the validity magnitude above 0.30 and the reliability measurement is above0.60; and testing 
between variables using the t-test (Rachman, 2019).  
 
4. RESULT AND DISCUSSION 
Validity Analysis 
The problem of instrument validity (questionnaire) will show whether the instrument (questionnaire) can measure 
the object, as in the table below; 
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Table 1. Validity Instrument Testing Result 
 

Item Statement 
Correlated Item-Total 

Correlation 
Critical Value 

 α =  0,30 
 

Conclusion 
Competencies (X1) 

X1.1 0,854  Valid 
X1.2 0,818 0.30 Valid 
X1.3 0,759  Valid 
X1.4 0,521  Valid 

Work Environment (X2) 
X2.1 0,809  Valid 
X2.2 0,552 0.30 Valid 
X2.3 0,359  Valid 
X2.4 0,793  Valid 

Job Satisfaction (X3) 
X3.1 0,830  Valid 
X3.2 0,504 0.30 Valid 
X3.3 0,479  Valid 
X3.4 0,868  Valid 

Employee Performance (Y) 
Y1 0,845  Valid 
Y2 0,546 0.30 Valid 
Y3 0,765  Valid 

Source: processed by researcher (2020) 
Table 1 above shows that the overall variable indicators used in the study have a Correlated Item-Total 

Correlation coefficient value above 0.30 (>0.30). It means that all indicator statement items used to measure the 
variable are valid and accepted. 

 
Reliability Analysis 
Reliability is an index that shows the extent to which a measuring instrument is used twice to measure the same 
symptoms, as shown in table 2 below. 

Table 2. Reliability Analysis Result 
Variable/ Indicator Alpha Cronbach Critical value Note 
Competencies (X1) 0,820  Reliable  
Work Environment (X2) 0,802 0.60 Reliable 
Job Satisfaction (X3) 0,830  Reliable 
Employee Performance (Y) 0,842  Reliable  

Source: processed by researcher (2020) 
Based on above result, it shows that the independent variables consisting of competencies (X1), work 

environment (X2) and job satisfaction (X3), and the dependent variable employee performance (Y) each have a 
Cronbach's Alpha value > 0.6. This means that all variables, namely competence, work environment, job 
satisfaction and employee performance are declared reliable, and the results of this analysis can be continued. 
 
Path Analysis 
This research using path analysis to see the influence of competence, and work environment on job satisfaction 
and employee performance in CV Sapta Bona Artha can be shown as the results of the path analysis as in the figure 
and table below. 

 
Figure 2. Path Analysis Model 
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The results of the path analysis model it can be assumed based on the direction of the lines of influence 
between the variables analyzed so that can clarify as summarized the results of which are shown in table 3 below; 

Table 3 Path Analysis result 

Variable 
Direct 
Effect 

 
Indirect 
Effect 

Significance 
(Sig.) 

Conclusion 
(Sig. < 0,05 ) 

 
R2 

1. Competencies (X1)   Work 
Environment (X2) (H1) 

0,535 
 

0,000 
Significant/ H1 

Accepted 
0,555 

 

2. Work Environment (X2)   Job 
Satisfaction (X3) (H2) 

0,453 
 

0,001 
Significant/ H2 

Accepted  

 

3. Competencies (X1)    Employee 
Performance (Y) (H3) 

0,510 
 

0,000 
Significant/ H3 

Accepted  

0,546 
 

4. Work Environment (X2)    
Employee Performance (H4) 

0,489 
 

0,000 
Significant/ H4 

Accepted  

 

5. Job Satisfaction (X3)  Employee 
Performance (Y) (H5) 

0,911 
 

0,000 
Significant/ H5 

Accepted 

  
0,831 

6. Competencies  Job Satisfaction 
(X3)  Employee Performance (Y) 
(H6) 

 
0,487 

 
Significant/ H6 

Accepted 

 

7. Work Environment (X2)   Job 
Satisfaction (X3)  Employee 
Performance (Y) (H7) 

 
0,413 

 
Significant/ H7 

Accepted 

 

Source: processed by researcher (2020) 
Base on table 3 shows the path analysis are as follows:  

a) Competencies (X1) has a positive and significant effect on job satisfaction (X3), with a path coefficient of 
0.535 and sig. 0,000. It means that the competencies are increased in a positive direction. Because the better 
the respondent's (employee's) assessment of the competencies provided by the leaders, the higher the 
employee's job satisfaction is shown by the employee. Although the encouragement for employees in the new 
Normal during the Covid-19 pandemic still has the potential to produce higher job satisfaction, therefore that 
employees indirectly still survive and able to improve their work results.  

b) The work environment (X2) has a significant effect on job satisfaction (X3), with a path coefficient of 0.453 
and sig. 0.001. This means that the work environment is increased in a positive direction. Because the better 
the respondent's (employee's) assessment of the work environment, the higher the employee's job satisfaction 
in doing his job in the New Normal era during the Covid-19 Pandemic. Because employees have considered 
and introduced other work models they have seen during the Covid-19 pandemic, employees can change their 
attitudes and behavior in achieving organizational goals. 

c) The competencies variable (X1) has a positive and significant effect on employee performance (Y), with a 
path coefficient of 0.510 and sig. 0,000. It means that the competencies are increased in a positive direction. 
Because the better the employee's assessment of the competencies provided by the organization, the higher 
the performance that the employees produce in supporting organizational goals. Opportunities and employee 
support in being competent to have an important role even in the era of the Covid-19 Pandemic because of 
limitations at the workplace are still imposed by the organization, so the ac  

d) The work environment variable (X2) has a positive and significant effect on employee performance (Y), with 
a path coefficient of 0.489, and sig. 0,000. It means that the work environment is increased in a positive 
direction. Because the better the respondent's (employee) assessment of the work environment with pleasant 
conditions and guaranteed security, the higher the employee's enthusiasm for carrying out activities and 
encourages an increase in the resulting work performance. The organization realizes that the condition of the 
Covid-19 pandemic, the organization prefers to offer to work in an environment where the reduction of the 
number of employees is required. It may cause that the performance produced by employees is not optimal 
as targeted by the organization. So that the work results of the employee are not fully achieved compared to 
the era before Covid-19. 

e) Job satisfaction (X3) has a positive and significant effect on employee performance (Y), with a path 
coefficient value of 0.911 and sig. 0,000. This means that the job satisfaction is increased in a more positive 
direction. These results indicate that the employee's job satisfaction that he responded can provide satisfaction 
to the organization. Therefore, it has an impact on improving job performance according to organizational 
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expectations. This also indicates that employees are aware that the Covid-19 Pandemic condition can produce 
high performance because employees effectively take actions to maintain and improve physical health in 
improving the emotional well-being of employees at work. 

f) The meaning of direct and indirect effect calculation is to determine the function or role of the intervening 
variable of job satisfaction (X3). The results of the analysis of the indirect effect of competence (X1) on 
employee performance (Y) through job satisfaction have a positive impact, it is indicated by a coefficient 
value of 0.487. So It will be able to bring the significant changes in employee work activities because of the 
desire of company leaders that the ability of employees competencies can produce high satisfaction in 
supporting the achievement of job performance indirectly. Due to the caution of employees in their activities 
in the New Normal era during the Covid-19 pandemic, they can maintain high-risk conditions with little work 
time and can produce a high performance to achieve organizational goals. 

g) The meaning of direct and indirect effect calculation is to determine the function or role of the intervening 
variable in this study is job satisfaction (X3). The results of the analysis of the indirect effect of the work 
environment on employee performance through job satisfaction have a positive impact because it is indicated 
by a coefficient value of 0.413. This positive influence shows that the company's leaders have responded to 
the desire of employees to facilitate better employee working conditions during their activities so that they 
can bring about changes to increase their work results.  
 

5. CONCLUSION  
The results of the discussion analysis can be concluded, namely:   
a) Competencies has a positive and significant effect on employee job satisfaction. These results inform that the 

competencies of employees can produce job satisfaction that can satisfy company goals. 
b) The work environment has a significant positive effect on employee job satisfaction. These results indicate 

that expectations in providing high job satisfaction in producing jobs have been supported by a comfortable 
work environment to be used in work activities so that they can bring significant changes to employee job 
satisfaction. 

c) Competencies has a positive and significant impact on employee performance. This means that employees' 
competencies can produce jobs that can meet company expectations, supported by several indicators of ability, 
skill knowledge and work behavior to improve their performance. 

d) The work environment has significant effect on employee performance. It shows that the comfort of 
employees in carrying out work activities can produce high performance according to company expectations. 

e) Job satisfaction has a positive and significant effect on employee performance, It indicates that the higher the 
employee's job satisfaction, the higher the employee's work is achieved by the support of organizational goals. 

f) Indirect influence of employee competencies performance through job satisfaction has a positive impact. This 
shows that employees can bring significant changes in their work activities so that the desire of company 
leaders indirectly supports high work results. 

g) The indirect effect of the work environment on employee performance through job satisfaction has a positive 
impact. It shows that the company leaders have responded to the desire of employees to further facilitate the 
conditions of employee work comfort during their activities so that they can increase their work results 
following organizational goals 
 

6. RECOMMENDATION 
From the concluded research results can be used as a further consideration by the management of CV Sapta Bona 
Artha Sidoarjo, because competence has a good influence in improving employee performance.At least the skills 
or skills that employees have can be improved by going through various trainings according to their abilities and 
knowledge.The higher the management's attention on employees, the higher the management can change the 
competence of employees to be more accomplished even in covid-19 conditions.This has been supported by a 
comfortable, calm and satisfying work environment in producing a job.In addition, the company remains 
committed to prioritizing employee health protocols because employee job satisfaction during the Covid-19 
pandemic can still change employee performance, as long as management can study employees' work activities to 
more potentially produce that job.Because the positive influence through employee job satisfaction can produce 
high performance in accordance with the company's expectations. 
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