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Abstract  
As organization grows and develops in dynamic globalization, employee is a valuable asset for 

organization and the need for qualified human resources is increases. The purpose of this research is aims 

to examine the influence of  Administrative Competence, Social Capital and Performance to Employee 

Career of Mercu Buana University, using path analysis method in quantitative approach. Sample of this 

research was 185 employees of Mercu Buana University. Result of this research indicates that there is 

direct effect of competence to employee career which values 0,259, there is direct effect of performance to 

employee career which values 0,218, there is direct effect of social capital to employee career which values 

0,213, there is direct effect of competence to performance which values 0,342, there is direct effect of 

social capital to performance which values 0,300. Thus it can be explained that the most direct influence to 

Employee Career and Performance is Competence. 
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Introduction 

In an increasingly dynamic competition, it is important to consider how the competencies, performance and 

employee social capital affect employee opportunities to innovate that have implications for career success. 

Ibarra in Aime (2012) describes improving relationships in the workplace can improve employee 

competence, identity and effectiveness of professional roles. 

In the case of employees working, will certainly experience the process of adapting to the work 

environment, where employees as members of the organization play an active role in the progress and 

development of the organization through its performance is supported by adequate competence according to 

the operational needs of the organization. 

In order to be able to do its job well, employees must meet the required competencies and accompanied the 

maximum effort so that its performance is good and supports the organization in achieving the goal. Thus 

employees are an asset to the organization. 

Chen et al (2015) explains that rewards and job opportunities aim to help employees achieve their goals and 

also foster professional skills that employees will be more motivated to improve their career growth than to 

move to other companies. Individual factors such as proactive nature and social capital can also benefit a 

person's career growth. 

Weng in S.Napitupulu et al (2017) perceptions about careers is career growth referring to promoted 

opportunities, gaining career development experience, remuneration, increased responsibility and 

professional ability. To get that goal, employees must show their performance. 

The management of the University of Mercu Buana is always trying to motivate employees to improve their 

performance that impact on improving the quality of administrative services to students. But there are 

problems in the management of employees because there is no regular rotation so that employees feel bored, 

lack of opportunities for self-development and not achieving individual goals, especially in terms of career 

improvement. 
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As an individual, every employee must have their own career planning. In the case of a planned career, it 

certainly relates directly to income (income), power and status, which ultimately impact on job satisfaction. 

Thus can be determined free variable in this study is the competence and social capital, while the dependent 

variable in this study is the performance and career of employees. 

Objectives 

The purpose of this research is to analyze direct effect of Administrative Competence on Employee Career, 

to analayze direct effect of performance on Employee Career, to analyze direct effect of Social Capital on 

Employee Career, to analyze direct effect of Administrative Competence on Performance, to analyze direct 

effect of Social Capital on Performance.  

 

Literature Review 

Employee Career  

According to Hani Handoko in Sunyoto (2015) the definition of a career is a sequence of promotion to 

positions that are more demanding responsibility in or cross the hierarchy of employment relations during 

one's working life. Sunyoto explains Employees who have job performance tend to improve in their career, 

employees also need to be known by people who decide on promotions, transfers and other career 

opportunities. 

Weer (2017) found that managers' perceptions of a strong commitment of employees to the organization 

greatly affected the chances of career growth and strongly committed employees tended to improve their 

career. 

Noe (2010) argues that those who succeed in careers are employees who continue to perform well. The 

willingness to sacrifice for the company is also needed (such as accepting new tasks or moving to different 

areas). Good oral and written communication skills, ease in interpersonal relationships, and talent for 

leadership are essential. 

Caluwe (2014) explains that today many employees are thinking about organizational career mindset. But 

only highly educated employees, investing in careers and networking (social network), have an infinite 

career mindset. 

Sutanto in Sutrisno (2012), an important factor for career success, is being able to position oneself 

appropriately, dare to face risks and challenges responsibly; and able to communicate seamlessly with 

various parties. 

The significant indicators of career are: 1) Desire promoted, 2) Ability to adapt, 3) Exposure, 4) 

Communication skills, 5) Achievement trends. 

 

Administrative Competence  

According to Nuryanto (2017), competence is part of personality and behavior that is deep and attached to a 

person. Competence can cause or be used to predict a person's performance, meaning that if it has a high 

competence, it will have a high performance as well. 

Nuryanto et al. (2017) argues that competency-based human resources can improve capacity and build 

foundations because if the people who work in the organization have the right competence in accordance 

with the demands of their work, then he will be able both in terms of knowledge, skills and mental and 

productive character . 

Del Corso dalam Coetzee et al (2015) berpendapat bahwa ―Individuals must be flexible, proactive, embrace 

lifelong learning, seek out new skills, and think globally in order to keep up with the pace of change and 

comply with the requirements of employers”. 

According to Moeheriono (2012), competency indicator is motive, trait, self concept, skill, knowledge. Koh 

(2015) argues that Key competencies needed for successful job performance of professionals including abil 

¬ to learn, ability to collaborate, ability to serve diverse people. 

According to Dharma in Wirotomo (2015), Competence includes behavioral characteristics that can indicate 

the difference between those who perform high performance. Hutapea (2008) explains to achieve sustainable 

achievement needed to be confident to be able to interact with the environment around the work, able to 

cooperate with officials from other parts and has a flexible nature. 

The employees of the University of Mercu Buana referred to in this study are educational personnel, in 

accordance with Law no. 12 of 2012 on Higher Education and in Article 39 of the National Education 

System Law no. The competence that must be owned by employees of Mercu Buana University is the ability 
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and knowledge of employees to carry out the work in the conduct of lecturing at Mercu Buana University 

includes administrative, management, development, supervision and technical services to support the 

lecturing process. 

It is synthesized that competence is the ability of a person to carry out administrative, management, 

development, supervision and technical services to support the lecture process which enables him to deliver 

superior performance to achieve success in his work. 

The competency indicator in this research is: a) Having knowledge, b) Having skill, c) Having work attitude, 

d) Self-controlling, e) Self-confidence, f) Flexibility, g) Ability to build relationship. 

Social Capital  

According to Atthoillah (2017), social capital in the organization is characterized by mutual social 

interaction among employees and management based on the deep-rooted beliefs within an organizational 

culture and social ethics. So there arises an employee entity that has a togetherness about the values of 

honesty, discipline, togetherness, and the importance of hard work-smart in improving the resulting 

performance. 

Coleman in Creed (2015) defines "Social capital, which is a fundamental human resource reflecting these 

social connections." 

In modern life today, various ways are done to foster social relationships with the environment. This social 

network is one way how people engage individual relationships with individuals or individuals with groups. 

Social network is one dimension of social capital besides trust and norms. 

Suh (2016) determines the social capital indicator as follows: social capital which includes aspects such as 

trust, mutual senses of identification, shared norms, and perceived obligations, as well as positive 

relationships and high levels of intimacy between actors. 

Thobias (2013): Fujiwara and Kawachi say that social capital is the resources accessed by individuals and 

groups within a social structure, facilitating cooperation, collective action, and preservation of norms. 

Hasbullah also explains that there are six main elements in social capital that is participation in network, 

reciprocity, trust, social norm, values and proactive. In the workplace, being friends can be said to be 

networking, we should not limit our potential for networking, because we never know when we need them, 

but we also need to help when they need as reciprocity. In building the network as a social capital, can be 

done formally or informally networking approach. 

In a friendship relationship requires integrity and honesty. Both form the basis of essential trust for long 

term personal and interpersonal cooperation and growth. 

The significant indicators of social capital are: a) Be honest, b) Integrity, c) Follow rules, d) Reciprocity, e) 

Ability to make personal contact, f) Ability to interact socially. 

Performance  

Rivai (2013) explains that performance is a real behavior that is displayed every person as a work 

performance generated by employees in accordance with its role in the company. Performance appraisal is a 

formal and structured system used to measure, assess and influence job-related, behavioral and outcome 

characteristics, including absenteeism. 

According to Wibowo (2014), performance is about doing the work and the results achieved from the work. 

Performance is about what to do and how to do it. 

Dalal (2014) explains that dynamic performance fluctuates within employees over time. Employees will be 

more productive if in a happy state (mood cycle), creative and proactive behavior. It is important for 

organizations to explicitly set time frame constraints to employees as a consequence of their work. 

 

The indicators used in the assessment of employee performance are as follows: a) Accuracy of completion 

of work, b) Loyalty, c) Responsibility, d) Be disciplined. 
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Research Methods 

This research is a quantitative research with unit analysis of Mercu Buana University, using Path Analysis 

method, with a population of 344 employees. The Slovin formula is used to determine the number of 

samples, with a fault margin tolerance of 5%, so the sample size is 185 employees. 

Result And Discussion 

Validity and Reliability 

At the trial stage the instrument was taken 30 (thirty) respondents. Test the validity of research instruments 

using Pearson Product Moment Correlation Test. Empirically in the test of this instrument, the level of 

significance is set at   α = 0.05, with the sample number 30 then the degrees of freedom is 28. Thus the value 

obtained in Table r is 0.361. If a item has a value of rcounted > rtable, it is declared valid, and vice versa if 

rcounted < r table, it is declared invalid, so the invalid item is dropped or is considered void. 

Table 1. Validity and Reliability Test Result 

Variable 

Validity Test Result Reliability Test Result 

Valid 

Questions 

Invalid 

Questions 

Alpha 

Cronbach 

Value 

Assumption 

of Reliability 

Competence 30 1 0.881 High 

Social Capital 23 2 0,887 High 

Performance 20 2 0.904 Perfect 

Employee Career 20 3 0.816 High 

 

Based on Table 1, it can be seen that all variables have a value of Cronbach's alpha> rtable, so all variables is 

declared reliable and can be forwarded for data collection. 

Linierity and Significant Regression Test 

The linearity test and regression significance are done by using SPSS software where Constants and 

coefficients of linear regression equation are obtained from column B in Coefficients table. and positive 

influence seen from table Anova in column F where Fcount> Ftable and value of significance p-value <0,05. 

 

The linearity test of the regression equation is determined by ANOVA Table where the relationship between 

variables meets the linear assumption if the Deviation From Linierity value Fcount <Ftable and the p-value 

value> 0.05 then the regression equation is linear. While the Regression Significance Test is obtained from 

the Regression line in the ANOVAa table where the value Fcount> Ftable and p-value = 0 <0.05 then the 

regression equation is stated very significant. 

Table 2. Linierity and Regression Significance Test Result 

Variabel 

Uji Linieritas Linierity 

Result 

Uji 

Significantsi 

Significant 

Result 

F hitung F table Sig. F hitung F table 

X1 Y 1,540 1,75 0,102 > 0,05 Linier 45,981 3,89 Significant 

X3 Y 1,298 1,61 0,180 > 0,05 Linier 42,110 3,89 Significant 

X2 Y 1,164 1,62 0,290 > 0,05 Linier 38,223 3,89 Significant 

X1 X3 1,176  1,75 0,298 > 0,05 Linier 50,509 3,89 Significant 

X2  X3 1,241 1,61 0,221 > 0,05 Linier 44,409 3,89 Significant 
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Research Result 

 

Table 3. Result of Pearson Correlations  

Correlations 

 X1 X2 X3 Y 

X1 

Pearson 

Correlation 

1 .411
**

 .465
**

 .448
**

 

Sig. (2-tailed)  .000 .000 .000 

N 185 185 185 185 

X2 

Pearson 

Correlation 

.411
**

 1 .440
**

 .416
**

 

Sig. (2-tailed) .000  .000 .000 

N 185 185 185 185 

X3 

Pearson 

Correlation 

.465
**

 .440
**

 1 .433
**

 

Sig. (2-tailed) .000 .000  .000 

N 185 185 185 185 

Y 

Pearson 

Correlation 

.448
**

 .416
**

 .433
**

 1 

Sig. (2-tailed) .000 .000 .000  

N 185 185 185 185 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Based on the calculation of Pearson correlation obtained values of ry1 = 0,448, ry2 = 0,416,  ry3 = 0,433, r13 = 

0,465, r23 = 0,0,440, r12 = 0,411. 

Table 4. Coefficient Sub Structure 1 

 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) 37.440 5.287  7.082 .000 

X1 .524 .105 .342 4.995 .000 

X2 .304 .069 .300 4.376 .000 

a. Dependent Variable: X3 

 

Based on the output of SPSS, for sub-structure 1, the effect of Competence on Performance is P13 = 0,342 

and the influence of Social Capital to Performance is P23 = 0,300. 

 

Table 5. Result of Sub Structure 1  

Path 
Path Coefficient 

(P) 
Tcounted p-value 

ttable 
Result 

α = 0,05 

X1  X3 0,342 4,995 0,000 1,97 Significant 

X2  X3 0,300 4,376 0,000 1,97 Significant 

 

The results of the above test are consistent with the findings of Samsul Bahri (2016) stating that the 

competence of employees has proved to have a positive and significant effect on employee performance. 

Employees who have good competence, usually have a good performance too, because it can easily 

understand the work. Furthermore Boulter, Dalziel and Hill in Sutrisno (2016), argued competence is a basic 

characteristic of a person who enables it to deliver superior performance in a particular job, role or situation. 
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The test results are also in line with findings on the effect of Social Capital on Performance by Akmal 

Hudaykulov and Xu Hongyi (2015) that Social Capital affects both teamwork and therefore should be a 

factor considered by the organization. The human resources department can implement training activities 

aimed at increasing trust and recognition among team members to improve employee cooperation and 

performance. The wider the social network of a person, the higher the opportunity to exchange knowledge, 

technology, expertise, and other benefits and the higher the opportunity to be able to improve its 

performance. 

 

Table 6. Coefficient Sub Structure 2 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) 18.704 5.422  3.449 .001 

X1 .362 .102 .259 3.559 .000 

X2 .197 .066 .213 2.971 .003 

X3 .199 .067 .218 2.953 .004 

a. Dependent Variable: Y 

 

Based on the output of SPSS, for sub-structure 2 it is found that the effect of Competence on Career is PY1 

= 0,259 and the influence of Social Capital to Career is PY2 = 0,213 and the influence of Performance to 

Career is PY3 = 0,218. 

 

Table 7. Results of Sub Structure 2 

Path 
Path Coefficient 

(P) 
Tcounted p-value 

ttable 
Result 

α = 0,05 

X1  Y 0,259 3,559 0,000 1,97 Significant 

X2  Y 0,213 2,971 0,003 1,97 Significant 

X3  Y 0,218 2,953 0,004 1,97 Significant 

 

Hutapea (2008) explains that Competence also affects the career related to knowledge, skills and work skills 

of a person for his field of work. Competence represents one's performance. From the competence of 

employees, the Human Resource management can know how a person is responsible, able to complete his 

job, able to solve problems and communicate in fostering good relationships related tasks instructed by 

superiors. In essence, competence can be used to plan, assist and develop one's behavior and performance. 

An employee should be aware of the attributes associated with a personnel career and a series of lifelong 

steps that contribute to career fulfillment. 

 

The results of the above test results in line with the findings of Kartika Dewi and Riana (2015) show that 

performance appraisal and work experience have a positive effect on career development. According 

Sedarmayanti, performance appraisal results can be used as a basis for decision making to promote or 

demote employees. 

 

Social Capital also affects the career in relation to the use of social capital to improve relationships between 

individuals and relationships between institutions by getting connection links through social networking it 

has. The findings of this study are also consistent with the results of Lucy Karimi Njagi (2012) study which 

revealed that Networking (social network) plays an important role especially in the workplace, the easier it 

is for them to maneuver in their way. improve performance by fostering good relations and establishing 

cooperation with various institutions for the purpose of organizational development. 

 

So as a whole obtained the empirical causal model as follows: 
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Figure 1. Causal Empirical Model 

 

Table 8. Summary of Test Results of Statistical Hypotheses 

No. Hypotheses 
Statistic 

Test 
Result Conclusion 

1 To analyze direct effect of 

Administrative Competence 

on Employee Career 

H0: YY1 ≤ 0 

H1 : YY1 > 0 

Ho denied,  

H1 accepted. 

There is a 

positive direct 

effect. 

2 To analyze direct effect of 

Social Capital on Career 

Employees 

H0 : βY2 ≤ 0 

H1 : βY2 > 0 

Ho denied,  

H1 accepted. 

There is a 

positive direct 

effect. 

3 To analyze direct effect of 

Performance on Career 

Employees. 

H0 : βY3 ≤ 0 

H1 : βY3 > 0 

Ho denied,  

H1 accepted. 

There is a 

positive direct 

effect. 

4 To analyze effect of 

Administrative Competence 

on Performance. 

H0 : β31 ≤ 0 

H1 : β31 > 0  

Ho denied,  

H1 accepted. 

There is a 

positive direct 

effect. 

5 To analyze direct effect of 

Social Capital on 

Performance 

H0 : β32 ≤ 0 

H1 : β32 > 0 

Ho denied,  

H1 accepted. 

There is a 

positive direct 

effect. 

 

Conclusion  

1. Competence has a direct positive effect on the Employee Career. To improve his career, it can be 

done by increasing the knowledge of employees through training and rotation periodically and be 

flexible in dealing with the dynamics of work so that employees can carry out their work in 

accordance with organizational goals. 

2. Performance has a direct positive effect on the Employee Career. Employees need to perform well 

because the performance appraisal results are used by HR management for employee promotion. 

Employees also need to learn from mistakes and overcome the fear of failing in his career so as to 

improve his performance and his career. 

3. Social Capital has a direct positive effect on the Employee Career. Employees can take advantage of 

social capital starting from building a good self-image so trusted to build cooperation and given 

greater responsibility. 

4. Competence has a direct positive effect on Performance. To improve its performance, it can be done 

by improving employees' knowledge through periodic training and rotation and being flexible in 

PY1=0,342 

r Y1= 0,448 

(X1) 

Competence 

P31= 0,276 

r 31= 0,465 

(Y) 

Employee Career 
(X3) 

Performance r12=0,465 
PY4=0,218 

r Y4=0,433 
P32= 0,229 

r 32= 0,440 

PY3= 0,300 

r Y3= 0,416 (X2) 

Social Capital 
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responding to work dynamics so that employees can perform their work according to organizational 

goals. 

5. Social Capital has a direct positive effect on Performance. Employees can utilize their social capital 

to share knowledge and information related to their work thus contributing to improve their 

performance.  
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