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Abstract: This research aims to determine the effect of career development, work
motivation, and job satisfaction on employee performance. In principle, human resources
are one of the important factors in companies to achieve their goals. In this case, the
researcher focuses on the job satisfaction variable as a mediating variable, including
linking career development and work motivation to employee performance. Good career
development, good motivation, and good job satisfaction can improve the results of
employee performance in achieving company progress. In this research, the population
was employees at MNC Studios company. The sample consisted of 265 people using a
saturated sample. Data analysis used validity test, reliability test, Kaiser-Msyer-Olkin
measures of sampling (KMO), and Measures of Sampling Adequacy (MSA). Data were
analyzed using the Structural Equation Model (SEM) using Lisrel. Based on the result
of testing the differences of coefficients on the research model, it showed that career
development had a positive effect on employee performance and job satisfaction, job
satisfaction had a positive effect on employee performance, and work motivation had a
positive effect on job satisfaction and employee performance.
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Abstrak: Tujuan penelitian ini mengetahui pengaruh pengembangan karir, motivasi kerja,
dan kepuasan kerja terhadap kinerja pegawai. Dimana sumber daya manusia merupakan
salah satu faktor penting untuk tercapainya tujuan perusahaan. Dalam Hal ini, peneliti
mengangkat variabel kepuasan kerja sebagai variabel mediasi, diantaranya menghubungkan
pengembangan karir dan motivasi kerja terhadap kinerja pegawai, dimana pengembangan
karir yang baik, motivasi yang baik dan kepuasan kerja yang baik dapat meningkatkan hasil
kinerja karyawan yang baik untuk memperoleh kemajuan perusahaan. Dalam penelitian
ini populasi yang diteliti adalah karyawan perusahaan di MNC Studios. Sampel dalam
penelitian berjumlah 265 orang dengan sampel jenuh. Analisis data dalam penelitian
ini menggunakan uji validitas, uji reliabilitas, Kaiser-Msyer-Olkin measure of sampling
(KMO) dan measures of sampling adequacy (MSA). Data dianalisis dengan menggunakan
Structural Equation Model (SEM) Lisrel. Berdasarkan hasil pengujian selisih koefisien
terhadap model penelitian. Pengembangan karir berpengaruh positif terhadap kinerja
pegawai. Pengembangan karir berpengaruh positif terhadap kepuasan kerja. kepuasan
kerja berpengaruh positif terhadap kinerja pegawai. Motivasi kerja berpengaruh positif
terhadap kepuasan kerja. Motivasi kerja berpengaruh kinerja pegawai. Motivasi kerja
berpengaruh positif terhadap kepuasan kerja.

Kata kunci: pengembangan karir, motivasi kerja, kepuasan kerja, kinerja pegawai
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INTRODUCTION

According to Haryani (2013), the key to improve
performance is about how the organization can develop
the Human Resources (HR). The task of the development
program in the Human Resource department to create
improvement and reliable organizational functions are
difficult. Therefore, every company always strives to
have qualified human resources, because without them
a company will not run well. Both human resources and
the company must have a mutualistic relationship, the
company needs qualified employees, while employees
need the company to fulfill their needs (Parimita et al.
2015). Employees at MNC Studios need to improve
their work performance. They must be able to know the
factors that can affect work performance including job
satisfaction, work motivation, and career development
which must be possessed by everyone at work. A
high level of job satisfaction will affect someone in
completing his work. Thus, the company’s goals can be
achieved properly. Otherwise, the low job satisfaction
of employees in a company will reduce the effectiveness
and efficiency of their work so that the company’s goals
can not be achieved properly. Employee involvement is
a concept that is considered as an important element to
succeed in the business (Satisfaction, 2015).

Currently, research on work performance issue is very
crucial to be examined. MNC Studios is a company run
in a media industry so that it requires creative workers
to provide an informative, interesting, and qualified
television programs. Those requirements are needed to
attract public interest and reach a high television rating.
For these reasons, the researcher wants to ensure that
employees working at MNC studios have appropriate
performance, high job satisfaction and work motivation,
and their respective career development. As stated by
Sunyoto (2012), job satisfaction can be felt directly by
the employees because the company facilitates them
in terms of good workspace, appropriate workload,
and flexible work time. This makes a person’s work
motivation increases because the desired needs are
achieved. Besides, it can support career development
for every employee as self-readiness in using career
opportunities by increasing employee performance and
productivity and reducing labor turn over.

Work performance is a very important thing in a
company to achieve its goals. Employee performance
is one of the very dominant factors in improving
company performance. The work performance that
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can be achieved by a person or group of people in
an organization is appropriate with their respective
authorities and responsibilities as an effort to achieve
the organization’s goals legally without violating the
rule and based on morals, and ethics. By increasing
employee performance, the company’s goals will
be more easily achieved. According to Mathis &
Jackson (2012); Dianti et al. (2017); Anthony & Weide
(2015), three main factors affect work performance
which are capability factors, including talent, interest,
personality factors; efforts such as motivation, work
ethic, attendance, task design; and organizational
support, such as training and development, equipment
and technology, performance standards, as well as
management and coworkers.

Job satisfaction refers to an individual’s general
attitude and each individual has a different level of
satisfaction. Job satisfaction also has consequences
for the work performance of employees. The research
related to the relationship between employees and
their organizations has increased rapidly and another
research is the concept of employee involvement in
their work (Bakker & Leiter, (2010); Rothbard & Patil,
(2012); (Satisfaction, 2015)). Job satisfaction will be
achieved if the organization can drive strong motivation
to achieve better performance (Evanda, 2017). An
employee tends to work enthusiastically if they are
satisfied with their work. However, job satisfaction of
employees is a key driver of morale, discipline, and
employee work performance in realizing the company
aims. Sopiah, (2013) describes job satisfaction as
an emotional response regarding job situations and
conditions. Moreover, Wibowo (2015) and Evanda
(2017) state job satisfaction as someone’s level of
happiness that is associated with a positive assessment
of their work and workplace. High job satisfaction will
reduce the level of employees’ absence. Mangkunegara
(2015) says that career development is an employment
activity that helps employees plan their future careers in
the company so that both the company and employees
can develop themselves optimally.

It also cannot be separated from motivating so that the
workers can give the best contribution to the company.
This is in line with the research findings of Rinto and
Syah (2018), they state that motivation affects employee
performance. Samsudin (2015) states that a sense of
motivation as a process of influencing or encouraging
from outside towards a person or working group to
carry out something that has been set. Concerning
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human resources, work motivation is a very important
thing because it will affect the success or failure of an
organization Ali and Syah, (2019); Amalia, (2018).
As stated by Mangkunegara (2015), motivation is a
condition that encourages people towards a particular
goal. Therefore, in an organization, a manager must
be able to give encouragement and enthusiasm to his
employees so that employees feel motivated, valued,
and more professional. This certainly has a good effect
on the organization (Alianto and Anindita, 2017). If
the employee has been given good motivation, the
employee will show their totality in the organization.
According to Smith et al. (1969) in Luthans (2015),
there are several dimensions of job satisfaction to
reveal important characteristics of a job that people can
respond to. The first dimension is to work itself. Career
development is also one factor that can affect employee
performance. Cianni & Wnuck (1997) in Wibowo (2012)
state that companies that have a systematic model in the
career development of their employees will have good
performance. Performance Appraisal (PA) is a major
contributor to the performance and effectiveness of the
organization (Aguinis, 2013; Ismail & Rishani, 2018).
The research finding is supported by Applebaum et
al. (2011); Faraz and Indartono (2018), they state that
companies that have good career management will
increase the willingness of employees to participate
in development activities and to behave in conducting
development so that it will improve their performance.
In this case, the researcher focuses on the job
satisfaction variable as a mediating variable, including
linking career development and work motivation
to employee performance. On the other hand, from
the previous research, it was found that there was no
one has researched four variables with the title the
influence of career development, work motivation, job
satisfaction on employee performance. Besides, the
research gap from the previous research is that research
was conducted on some private television companies
in Indonesia. From the background knowledge above
purpose career development, work motivation, and job
satisfaction are very important to measure employee
performance. Thus, the title of the research is, “The
Effect of Career Development, Work Motivation, and
Job Satisfaction on Employee Performance (Case
Study on Companies in MNC Studios)”.
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METHODS

In this research, the population was company’s
employees at MNC Studios consisting of several units
(RCTI, MNCTv, GlobalTv, MNC Channel, MNC
Picture), located at Jalan Raya Perjuangan, No. 1,
West Jakarta. The variables were exogenous variables,
namely career development, and work motivation, and
endogenous variables, namely job satisfaction and
performance. The time of the research was carried
out from February to April 2020.This research used a
deductiveresearchapproach. Datacollection was carried
out by distributing questionnaires to the employees of
PT. Rajawali Citra Televisi Indonesia, West Jakarta.
Furthermore, the sampling was appropriate with SEM
Lisrell, in which there were at least 5 times the number
of questionnaires (Hair et al. 2014). The number of
questionnaire statements was 53 statements, thus the
number of samples taken in this research was (53x5)
265 respondents.

According to Hair et al. (2014), (SEM) Lisrell
a multivariate statistical analysis technique that
combines aspects in multiple regression (which aims
to test the dependent relationship) and factor analysis
(which presents unmeasured concepts factors with
multiple variables) that can be used to estimate a
series of dependent relationships that influence each
other simultaneously. Furthermore, this study used
factor analysis to test the validity by looking at the
values of Kaiser-Msyer-Olkin (KMO) and Measures
of Sampling Adequacy (MSA). KMO and MSA value
that can be accepted is a minimum value of 0.5. While
the reliability test is a value of alpha Cronbach > 0.6,
which means reliable (Malhotra, 2014).

Measurements in this research used the career
development variable adopted from Li et al. (2014)
consisting of 18 questions and the motivation variable
adopted Sukmasari (2016) consisting of 6 questions,
the work satisfaction variable adopted Vandenabeele
(2009) in Inuwa (2016) consisting of 6 questions, and
the work performance variable adopted from Rosady
and Syah (2018) consisting of 13 questions. In this
research, the data obtained by using a questionnaire,
while the measurement scale obtained by using
the Likert scale method. The Likert scale used five
alternative answers (Sugiyono, 2012). The hypothesis
testing proposed based on testing the research model
(Figure 1) is as follows:
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H: Appropriate career development will improve
employee performance
H.,: Appropriate career development will increase job

satisfaction

H,: High job satisfaction will improve employee
performance

H,: High work motivation will increase job
satisfaction

H,: High job satisfaction will improve employee
performance

RESULTS

Analysis of Validity Test and Reliability (Pretest)

The validity test in this research used factor analysis by
looking at the value of Kaiser-Msyer-Olkin measure of
sampling (KMO) and Measures of Sampling Adequacy
(MSA) that must be > 0.500 with 1 component matrix
(Malhotra, 2014). The validity test result of the career
development variable consisting of 18 questions
was valid. The results of the validity test of the work
motivation variable consisting of 16 questions showed
that not all questions were valid, which is in MK3
(0.450) and MK4 (0.476). Moreover, the result of the
validity test of the job satisfaction variable consisting
of 6 questions was valid as well as the result of the
validity test of the employee performance variable
consisting of 13 questions was valid. Furthermore, the
reliability test of all questions regarding the variable
of career development, job satisfaction, and employee
performance showed that the value of alpha Cronbach
> 0,6, which means reliable (Malhotra, 2014).

Career
Development

Work Motivation
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Analysis of the Demographic Differences on
Respondents

Analysis ofrespondents’demographic differences in this
research includes gender, age, education level, monthly
income, and length of work to find out a difference in
each variable (career development, motivation, job
satisfaction, and employee performance). Thus, it is
necessary to conduct a different test with ANOVA.
If the value of sig homogeneity is > 0.05 and
ANOVA is < 0.05, it means that there is a difference
in the homogeneity. Meanwhile, if the value of sig
homogeneity is > 0.05 and ANOVA is > 0.05, it means
that there is no difference in the homogeneity. Also, if
the value of sig homogeneity is < 0.05, it means that
ANOVA is not tested or the results are not in the test
(not homogeneity). The results of this study indicate
that almost all respondents have the same answer. In
other words, the answer is homogeneous. Regarding
respondents’ answers, the researcher then conducted
an ANOVA test based on gender, age, length of work,
monthly income on career development variables,
motivation, job satisfaction, and employee performance,
and respondents’ answers based on the last education on
career development variables. In response, respondents’
answers based on last education to career development
variables showed a non tested result (sig homogeneity
< 0.05). Moreover, respondents’ answers based on the
last education on motivation variables, job satisfaction,
and employee performance showed a discrepancy
that the respondent’s response was homogeneity and
ANOVA test can be conducted.

Employee
Performance

Figure 1. Research model
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The Test Validity and Reability of Construction

Based on the recommendation of Hair et al. (2014),
the result of the measurement of the construct validity
can be accepted, where all indicators on career
development variables consist of two dimensions
(perception of the value of Career development and
perception of availability of Career Development
Opportunities), work motivation variables covers three
dimensions (need for achievement, need for affiliation
and need for power). Then, job satisfaction variables
and performance variables include five dimensions
(work results quality, speed and accuracy, initiatives,
skills, and good communication). They reached a good
match for factor loading (> 0.50), and the T-value was
greater than T-table (1.96) at a level of significance 5%.
Furthermore, the construct reliability test meets the
reliability requirements with CR values was above 0.60
and VE values were above 0.50 (Hair et al. 2013). At
CR values all variables meet the reliability requirement
of the value above was 0.60 for career development
variables (0.91), work motivation (0.94), job satisfaction
(0.94), and performance (0.96). In the VE value, all
qualified reliability was the value above 0.50 for career
development variables (0.84), work motivation (0.85),
job satisfaction (0.74), and performance (0.83).

Structural Test Analysis

Thefirstanalysisexplainedthatcareerdevelopment (PK)
and work motivation (MK) variables simultaneously
affect job satisfaction (KK) with an R?value of 0f0.68.
It can be said that career development (PK) and work
motivation (MK) variables can explain 68% variants
of job satisfaction (KK) while the remaining 32% of
the total amount can be explained by other variables
that do not exist in this research. The second analysis
is job satisfaction (KK), career development (PK) and
work motivation (MK) variable simultaneously affect
employees’ performance (KP) with an R? value of
0.33. It can be said that job satisfaction (KK), career
development (PK), and work motivation (MK) variable
can explain 33% variant of employee performance
(KP), while the remaining 67% of the total amount can
be explained by other variables that do not exist in this
research.

The Analysis of Model Conformity Test

From the analysis of the all conformity model on group
1 to 7, all tests showed good matches, including Fit
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Index, Critical N, the goodness of Fit, Chi-Square,
ECVI, AIC, and CAIC, whereas RMSEA show close
fit. Based on the Path Diagram T-value above (Figure
2) it can be concluded that all the proposed hypotheses
support previous research with the provisions of
T-Value> 1.96. For more details, it can be seen in the
discussion of the following hypothesis:

Appropriate Career Development Will Improve
Employee Performance

The finding showed that the results of the analysis
support the hypothesis of H, that the appropriate career
development will improve employee performance. This
can be interpreted that appropriate career development
for employees at MNC Studios can improve employee
performance and productivity, decrease labor turn
over, and will increase opportunities for employees’
promotion. For employees, career planning can
encourage their readiness to use the available career
opportunities. Especially for the human resources
department, it will facilitate the fulfillment of the
organization’s  internal  personnel development
needs. An employee plays a role to create his career
planning. The employees are responsible to keep
improving their skills to keep up their competencies
based on what a company’s needs. Act proactively to
see the opportunities that exist, and the possibility of
problems arise in their current career. This is in line
with the research findings of Saluy and Kemalasari
(2017); Wiyani and Rahardjo (2015); Dewi and Utama
(2016) which concluded that career development has
an effect on employees’ performance. Based on the
results of testing the differences of coefficients in the
research model career development has a direct effect
on employees’ performance.

Appropriate Career Development Will Increase Job
Satisfaction

Thefindingshowed thattheresults ofthe analysis support
the hypothesis of H, state that the appropriate career
development will improve employee performance. This
shows that the company at MNC Studios can provide
satisfaction to its employees. Job satisfaction is the
main point that needs to be considered in the company
because without job satisfaction the employee’s
work productivity will decrease. With a good career
development, employees will feel motivated to create
a sense of satisfaction in carrying out the work. The
existence of a career development program can increase
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employees’ encouragement to be more outstanding and
provide maximum contribution to the company. This
happens because an employee’s job satisfaction will
arise if the career development existing in a company
already clearly to be implemented. Career development
is expected to achieve optimal employee satisfaction.
This is in line with the research findings of Shujaat
et al. (2013); Anwar and Shukur (2015); Lasut et al.
(2018) which state that career development gives effect
on job satisfaction. Based on the results of testing the
differences in coefficients in the research model, it
showed that career development had a direct effect on
employees’ performance.

High Job Satisfaction Will Improve Employee
Performance

The finding showed that the analysis result supports
the hypothesis of H, which is high job satisfaction
will improve emploifees’ performance. This shows
that job satisfaction at MNC Studio can improve
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employees’ performance. If employees’ satisfaction in
the form of desires, hopes, goals, and needs of these
employees is met, it will improve performance in the
company. Vice versa, if job satisfaction is not fulfilled
then the performance will decrease. Employees who
get job satisfaction will work better, so it will have
an effect on the performance of their employees.
Employees’ performance results are expected to
increase company profits. Efforts to improve employee
performance cannot be arranged in detail and directed
because increased performance can be influenced by
job satisfaction for each individual or group. This is
consistent with the research findings of Sidabutar,
Syah, and Anindita (2020); Ngarm and Siengthai
(2017); Inuwa (2016); Adigun, Oyekunle dan Onifade
(2017) which concluded that job satisfaction affects
employee performance. Based on the results of testing
the differences in coefficient in the research model, it
was seen that career development had a direct effect on
employees’ performance.

EE1

EEZ

EEKZ

EE4

EES

KRG

EFIDN

EPD2

EPD3

EPD4

EFPDS

Chi-Square=139.13, df=87, P-value=0.00033, BMSEA=0.048

Figure 2. T-Value Path Diagram
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High Work Motivation Will

Satisfaction

Increase Job

The finding showed that the analysis result supports
the hypothesis of H, which says that the high work
motivation will increase job satisfaction. Concerning the
job satisfaction, the role of motivation is very important
to drive and improve employees’ work for obtaining job
satisfaction because employees’ expectations can be
achieved through it. As revealed by Sekartini (2016),
motivation arises because of a need, and for this reason,
it leads to achieving specific goals. If the goal has
been achieved, job satisfaction will be received, which
Miner (2008) says that job satisfaction is a factor that
encourages employees to work harder as well as becomes
motivation in working. Therefore, it is in accordance
with the research findings of Sohail et al. (2014); Ali
et al. (2016); Lasut et al. (2018) which concluded that
work motivation influence job satisfaction. Based on the
results of testing the differences in the coefficients in the
research model, career development had a direct effect
on employees’ performance.

High Job Satisfaction Will Improve Employee
Performance

The finding showed that the results of the analysis
support the hypothesis of H that is high job satisfaction
will improve employee performance. Manpower in a
company has an important role and function in achieving
company goals. Employees with good performance
are those who have high work motivation, complete
the tasks given on time, always contribute, and have a
good attitude and behavior according to work standards,
either by the organization or the work values applied in
the work environment. Performance can be influenced
by two factors, namely internal factors, and external
factors. Internal factors are factors that come from
employees. While external factors are supporting factors
for employees that come from the work environment,
for example, career development. As revealed by
Gibson (2008), one that affects employee performance
is employee work motivation. Furthermore, these
results are strengthened by the research findings of
Muogbo (2013); Wiyani & Rahardjo (2015); Ali et
al. (2016); Amalia and Marpaung (2019); Nastohar
and Anindita (2019) state work motivation influences
employee performance. Based on the results of testing
the differences in the coefficients in the research model,
career development had a direct effect on employee
performance.
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Managerial Implications

When viewed from the results of statistical data,
employee performance is largely determined by
motivation and job satisfaction. So that the existence
of high motivation and job satisfaction can improve
employee performance at the MNC Studios company.
This research is expected to provide various benefits for
the parties involved, including MNC Studios (RCTI,
MNCTv, GlobalTv, MNC Channel, MNC Picture),
located on the Jalan Raya Perjuanan No. 1 West Jakarta.
The identification of various obstacles/problems faced
by the company can be used as a material reference for
further improvement and the development of career,
work motivation, job satisfaction, and employee
performance in the company.

CONCLUSIONS AND RECOMMENDATIONS
Conclusions

Career development had a positive effect on employees’
performance, career development had a positive effect
on job satisfaction, job satisfaction had a positive effect
on employees’ performance. Work motivation had a
positive effect on job satisfaction, and work motivation
had a positive effect on employees’ performance.
Mediation analysis showed that job satisfaction could
mediate three variables, namely career development,
work motivation, and employee performance.

Recommendations

For further research are: Add other variables to
measure job satisfaction and employee performance for
employees at MNC Studios or other research objects.
The number of samples is expanded. Another suggestion
is to use other research methods to get more varied
information, and limitations of this study include: This
research was only conducted on company employees
at MNC Studios, which consisted of RCTI, MNCTyv,
GlobalTV, MNC Channel, and MNC Pictures, located
on Jalan Raya Perjuangan No. 1. West Jakarta. Then, the
research subject only discusses four variables, namely
career development, work motivation, job satisfaction,
and employee performance. The survey filled out by
respondents is likely not based on the real conditions,
but based on their ideal conditions expected.
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