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A B S T R A C T 

This study explores how career development, competence, and 

compensation influence team member performance, with job satis-

faction as a mediating factor. According to data from the Central 

Bureau of Statistics (BPS), there are 2,153 distributor companies 

in Batam City, employing 259,749 workers. The study sampled em-

ployees from these companies; the number that could be used was 

313 respondents who could have processed or analysed data. Data 

were processed using the Partial Least Square (PLS) application. 

The research employs a descriptive quantitative approach using 

quantitative data analysis techniques. The study tested ten hypoth-

eses: seven examining direct relationships (H1-H7) and three ex-

amining indirect relationships (H8-H10). The findings reveal that 

career development has no significant effect on team member 

performance, competence has a positive and substantial effect on 

team member performance, compensation has a positive and 

significant effect on team member performance, career 

development has a positive and significant effect on job 

satisfaction, competence has a positive and significant effect on job 

satisfaction, compensation has a positive and significant effect on 

job satisfaction, job satisfaction has a positive and significant effect 

on team member performance, career development has a 

significant indirect effect on team member performance, compe-

tence has a significant indirect effect on team member perfor-

mance. It is mediated by job satisfaction, and compensation has a 

significant indirect effect on team member performance and is me-

diated by job satisfaction. 
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1. INTRODUCTION  

Human Resources (HR) relate to productive persons who act as the driving force behind an 

organization, whether in institutions or enterprises, and are considered significant assets whose 

abilities need to be constantly developed and enhanced. In general, the number of individuals 

in a given area who are of working age can be characterized as HR on a macro level, and on a 

micro level, referring to individuals employed within an institution or company. Among all 

resource elements, human resources are the most critical to an organization, as they are 

responsible for managing other factors like capital and technology. How a company achieves 

its vision, mission, and goals is greatly influenced by its number of human resources. HR can 

be in the form of employees, students with unique abilities, job seekers with special skills, and 

so on when viewed from an age perspective (Atila, 2021). HR is the primary asset and capital 

for the organization to achieve its objectives. Therefore, the organization needs valuable and 

competent human resources. To achieve this, the organization must provide maintenance and 

attention to HR to make them feel cared for and involved as an essential part of the company, 

which can encourage and maintain employee loyalty (Yang & Dini, 2023). Qualified human 

resources can support the development and progress of the country, as well as an essentialand 

unique asset for the company. Companies with employees who are satisfied and devoted to their 

work tend to stay in the organization longer, thus helping the organizationachieve its aspiration 

within a rapidly changing and fiercely competitive landscape (Alvina & Mon, 2024). 

Batam City has 2,153 thousand distributor companies with 259,749 thousand workers. The re-

searcher chose to target employees in distributor companies because the target is easier to find, 

and the number is significant. According to the researcher, Batam City has many distributor 

companies, so that it can attract many readers. In relation to employee work competency in the 

distribution company, there are still problems in employee training and work skills, namely the 

decline in work skills produced by employees, resulting in the production process being ham-

pered and not in accordance with expectations. Some employees feel that the training methods 

implemented by the company have not improved performance effectively. Then there is the 

problem of the skills that employees have before taking the training so that there is no effec-

tiveness in working. The still low level of employee work productivity illustrates that the 

achievement of a company's goals is not yet optimal. 

Career development is essential because it allows people to direct their focus and efforts to 

achieve desired career goals. It can help individuals understand their interests, skills, values, 

and goals (Thabroni, 2022). Appropriate competencies are directly linked to individual and 

organizational performance. Identifying and developing relevant competencies can improve 

employee performance and overall organizational effectiveness. Focusing on competencies 

allows companies to determine specific training needs (Anjani, 2022). Fair and adequate 

compensation can increase employee motivation to perform better, achieve targets, and 

contribute more to the company. A competitive compensation system makes attracting and 

retaining top talent easier (Chairunisa, 2023). Job satisfaction is an essential focus in human 

resource management because of its significant influence on performance, employee retention, 
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and productivity. High job satisfaction levels can help retain employees (Thabroni, 2022). 

Employee performance is an issue that often arises and is evaluated because it can hinder the 

achievement of key performance indicators of the organization (Nelson, 2022). Performance is 

the measure of how well a person achieves their goals, evaluated regularly in both quantity and 

quality, based on previously ascertained requirements and standards due to job responsibilities 

in an organization or company. The process of measuring and recording performance 

measurement refers to the implementation of activities to achieve the mission through results 

such as products, services, and processes (Riadi, 2020). Good performance is essential for 

fulfilling responsibilities and carrying out tasks efficiently to produce quality work (Ricky Lim, 

2023). 

The research by Panjaitan & Sinaga (2022) suggests that effective management of employee 

career development results in improved performance. Employees with strong competencies are 

more likely to fulfill or surpass job expectations like producing high-quality work. If you have 

good competence, it will result in a match of the specified job requirements. The compensation 

provided to employees is a responsibility of the institution or company, and it should be aligned 

with the employee's expertise and skills. It must be administered appropriately, considering 

factors such as amount, timing, and fairness. Proper compensation ensures that employees will 

work effectively and consistently. When employees experience job satisfaction, they are likely 

to work with enthusiasm, which positively impacts their performance. Based on this 

explanation, the following research model is presented. 

 
 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Research Model 

Source: Panjaitan & Sinaga, 2022 
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The study puts forward the following hypotheses based on the model used: 

H1: Career development influences employee performance. 

H2: Competence influences employee performance. 

H3: Compensation influences employee performance. 

H4: Career development influences job satisfaction. 

H5: Competence influences job satisfaction. 

H6: Compensation influences job satisfaction. 

H7: Job satisfaction influences employee performance. 

H8: Job satisfaction mediates the impact of career development on employee performance. 

H9: Job satisfaction mediates the effect of competence on employee performance. 

H10: Job satisfaction mediates the effect of compensation on employee performance. 

In previous research (Panjaitan & Sinaga, 2022), the target respondents were the State Civil 

Apparatus (ASN) at Kesbangpol of North Sumatra Province. For this study, the object or target 

of research respondents is employees of distributor companies in Batam City. According to the 

Central Bureau of Statistics (BPS), there are 4,339,228 million distributor companies in Indo-

nesia and 9,416,779 million workers. Then, Batam City has 2,153 thousand distributor compa-

nies with 259,749 thousand workers. The researcher chose to target employees in distributor 

companies because the target is easier to find, and the number is significant. According to the 

researcher, Batam City has many distributor companies, so that it can attract many readers. 

Overall, this research can increase knowledge by emphasizing the interrelationship of various 

factors in encouraging employee performance and job satisfaction in the work environment and 

can serve as a reference for other researchers who want to conduct research in the human re-

sources (HR) field. 

Career Development. Career development is essential because it allows people to direct their 

focus and efforts to achieve desired career goals. It can help individuals understand their inter-

ests, skills, values, and goals (Thabroni, 2022). The research by Panjaitan & Sinaga (2022) 

suggests that effective management of employee career development results in improved per-

formance. 

Competence. Appropriate competencies are directly linked to individual and organizational 

performance. Identifying and developing relevant competencies can improve employee perfor-

mance and overall organizational effectiveness. Focusing on competencies allows companies 

to determine specific training needs (Anjani, 2022). Employees with strong competencies are 

more likely to fulfill or surpass job expectations like producing high-quality work. If you have 

good competence, it will result in a match of the specified job requirements. 

Compensation. Fair and adequate compensation can increase employee motivation to perform 

better, achieve targets, and contribute more to the company. A competitive compensation sys-

tem makes attracting and retaining top talent easier (Chairunisa, 2023). The compensation pro-

vided to employees is a responsibility of the institution or company, and it should be aligned 

with the employee's expertise and skills. It must be administered appropriately, considering 
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factors such as amount, timing, and fairness. Proper compensation ensures that employees will 

work effectively and consistently. 

Job Satisfaction. Job satisfaction is an essential focus in human resource management because 

of its significant influence on performance, employee retention, and productivity. High job sat-

isfaction levels can help retain employees (Thabroni, 2022). When employees experience job 

satisfaction, they are likely to work with enthusiasm, which positively impacts their perfor-

mance. 

Employee Performance. Employee performance is an issue that often arises and is evaluated 

because it can hinder the achievement of key performance indicators of the organization (Nel-

son, 2022). Performance is the measure of how well a person achieves their goals, evaluated 

regularly in both quantity and quality, based on previously ascertained requirements and stand-

ards due to job responsibilities in an organization or company. The process of measuring and 

recording performance measurement refers to the implementation of activities to achieve the 

mission through results such as products, services, and processes (Riadi, 2020). Good perfor-

mance is essential for fulfilling responsibilities and carrying out tasks efficiently to produce 

quality work (Ricky Lim, 2023). 

2. RESEARCH METHODS  

Salmaa (2023) states that population refers to the entire group with specific characteristics and 

quantities related to the research subject. At the same time, a sample represents part of the 

population that shares the same characteristics as the whole group. This research uses descrip-

tive quantitative research with quantitative data analysis techniques. This study employed a 

sampling technique that involved using a survey or questionnaire method. The collection of 

theories and journals on the relationship between variables online sourced from Science Direct, 

Research Gate, Google Scholar and other online media. This study aims to explore the relation-

ship between several independent variables, namely career development, competence, and com-

pensation, on the dependent variable employee performance and mediated job performance 

variables in distributor industry employees in Batam.  

In this study, there are five variables and 29 questions. With this, the number of respondents 

that must be collected is 290. The final sample size collected was 387 respondents. However, 

it was detected that 74 respondents were inaccurate in filling out the questionnaire, so the num-

ber that could be used was 313 respondents who could have processed or analysed data. The 

majority of respondents were women, with a total of 171, with a percentage of 54.63%, and 

men were 142 respondents, with a rate of 45.37%. The instrument used to measure respondents' 

answers is a 5-point Likert scale, where 1 mean "strongly disagree" and 5 means "strongly 

agree." To analyze the causal relationships in the developed model, the study used component-

based structural equation modelling techniques, specifically the Partial Least Squares (PLS) 

method, which was introduced by Wold in 1973 (Mustaqim et al., 2023).  
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3. RESULTS & DISCUSSION 

Respondent demographics are divided into several groups, namely based on gender, age, edu-

cation, marital status and monthly income. 

Gender. Respondent characteristics based on gender are divided into male and female with the 
following results: 

Table 1. Results of Respondents' Gender Grouping 

Characteristics Criteria Total Percentage 

 Male 142 45.37% 

Gender Female 171 54.63% 

 Total 313 100% 

Source: Primary Data (2024) 

Based on gender, the total respondents of 313 employees consisted of 171 female employees 

(54.63%) and 142 male employees (45.37%). Therefore, the majority of participants in this 

study are female employees. 

Age. Respondent characteristics based on age are divided from <20 years until >50 years with 

the following results: 

Table 2. Results of Age Grouping of Respondents 

Characteristics Criteria Total Percentage 

 <20 years 58 18.53% 

 >20-30 years 154 49.20% 

Age >30-40 years 73 23.32% 

 >40-50 years 25 7.99% 

 >50 years 3 0.96% 

 Total 313 100% 

Source: Primary Data (2024) 

Based on Table 2 above, the majority of the respondents were between 20 - 30 years old, with 

154 people or 49.20%. The fewest respondents were in the age range of more than 50, with 3 

people or 0.96%. 

Education. Respondent characteristics based on education are divided from Elementary School 

until Bachelor’s Degree with the following results: 
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Table 3. Results of Respondents' Last Education Grouping 

Characteristics Criteria Total Percentage 

 Elementary School / Equivalent 1 0.32% 

 Junior High School / Equivalent 8 2.55% 

Last Education SMA / SMK / Equivalent 155 49.52% 

 Diploma/equivalent 39 12.47% 

 Bachelor's Degree 110 35.14% 

 Total 313 100% 

Source: Primary Data (2024) 

Based on Table 3 above, majority of the respondents' last education was in the SMA / SMK / 

Equivalent category, with a total of 155 people or 49.52%. At the same time, the fewest 

respondents were in the elementary/equivalent category, with a total of 1 person or 0.32%. 

Status. Respondent characteristics based on status are divided into unmarried and married with 

the following results: 

Table 4. Results of Respondent Status Grouping 

Characteristics Criteria Total Percentage 

 Unmarried 197 62.94% 

Marital Status Married 116 37.06% 

 Total 313 100% 

Source: Primary Data (2024) 

Based on the marital status of the respondents, most of them are unmarried with 197 people or 

62.94%. Meanwhile, the married category only amounted to 116 people or 37.06%. 

Income. Respondent characteristics based on income per month are divided from <IDR 

4,500,440 until >10,000,000 with the following results: 

Table 5. Results of Income per Month Grouping of Respondents 

Characteristics Criteria Total Percentage 

 < IDR 4,500,440 42 13.42% 

 > Rp4,500,440 - Rp6,500,000 158 50.48% 

Income per Month > Rp6,500,000 - Rp8,500,000 61 19.48% 

 > Rp8,500,000 - Rp10,000,000 26 8.31% 

 > Rp10,000,000 26 8.31% 

 Total 313 100% 

Source: Primary Data (2024) 
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Based on Table 5 above, majority of the respondents' monthly income is in the category > 

Rp4,500,440 - Rp6,500,000 with a total of 158 people or 50.48%. The fewest respondents were 

in the categories > Rp8,500,000 - Rp10,000,000 and > Rp10,000,000 which both had a total of 

26 people or 8.31%. 

Reliability and Validity. The results of the validity and reliability tests on each variables 
presented in the following table: 

Table 6 . Reliability and Validity Test Results 

 
Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance Extracted 

(AVE) 

Career Development 0.880 0.909 0.626 

Competence 0.912 0.929 0.619 

Compensation 0.841 0.887 0.612 

Job Satisfaction 0.837 0.885 0.606 

Employee Performance 0.842 0.888 0.613 

Source: Data Processed (2024) 

The reliability and validity tests presented in the table show that Cronbach's alpha values are 

above 0.70. Cronbach's alpha measures the internal consistency of a measurement instrument 

or questionnaire, with higher values indicating better accuracy in measuring the target construct. 

Additionally, the composite reliability values, which assess how reliable the variables in the 

study are, are also above 0.7. According to Hair et al. (2019), reliability values between 0.60 

and 0.70 are suitable for exploratory studies, values between 0.70 and 0.90 are considered 

satisfactory to good, and values of 0.95 or higher may suggest redundancy, potentially affecting 

construct validity. It can be said that all constructs are reliable. And finally, there is a concurrent 

validity test, namely the average variance extracted (AVE), it can be seen that the AVE value 

is > 0.50. In research (Muhson, 2022), an appropriate average variance extracted (AVE) is 0.50 

or greater, indicating that the concept accounts for at least half of the variance in its elements. 

In contrast, an AVE of less than 0.50 indicates poor validity. Therefore, it is possible to infer 

that the convergent validity test findings in the table above meet the criteria and are valid. 

Outer Loadings Factor. The results of the outer loadings tests on questions per variable 

presented in the following table: 
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Table 7. Outer Loadings Test Results 

Variables and Indicators 
Outer 

Loadings 
Results 

Career Development   

I gradually took on more important tasks within my Company 0.743 Valid 

I am gradually increasing my level of education or obtaining the 

highest degree in my major. 
0.784 Valid 

My promotion is timely according to my current position level in 

the company. 
0.834 Valid 

My role is gradually expanded to higher levels, such as leader, su-

pervisor, etc. 
0.817 Valid 

My salary continues to increase due to my work abilities and 

achievements. 
0.808 Valid 

My lifestyle has improved due to my work abilities and achieve-

ments. 
0.758 Valid 

 

Competence 
  

I receive training on my job. 0.754 Valid 

I have sufficient knowledge and understanding to use the required 

work equipment. 
0.812 Valid 

I always report problems in my work to my supervisor/leader. 0.795 Valid 

I understand the purpose of my work rules 0.799 Valid 

I have personal responsibility for my work 0.791 Valid 

I can cope effectively with stress at work 0.772 Valid 

I encourage my coworkers to work well 0.786 Valid 

I follow the rules of my job even when I don't think it's important. 0.786 Valid 

 

Compensation 
  

I receive training on the work I do 0.741 Valid 

My workplace provides Employment BPJS facilities 0.787 Valid 

My workplace provides BPJS/Health Insurance facilities. 0.808 Valid 

I am given obligations in completing my work 0.789 Valid 

I am allowed to take leave if I am sick 0.784 Valid 

 

Job Satisfaction 
  

I am happy with my current job  0.787 Valid 

I always get support or direction from my supervisor 0.825 Valid 

The salary I receive is enough to fulfill my daily needs. 0.766 Valid 

I can make progress in my current job 0.782 Valid 

My coworkers always encourage me. 0.730 Valid 

 

Employee Performance 
  

I always complete my work quickly/on time 0.756 Valid 

I always complete tasks in accordance with the target or 

requirements that have been set 
0.797 Valid 

I am always thorough in doing my tasks 0.805 Valid 

I always keep my work environment clean and tidy 0.793 Valid 

I always arrive and leave according to the predetermined working 

hours. 
0.762 Valid 

Source: Data Processed (2024) 
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The table above displays the results of the outer loading test, which show that all values are 

above 0.7. According to Muhson (2022), a loading factor below 0.7 indicates that the variable 

is invalid, while a loading factor above 0.7 means the variable is valid and meets the required 

criteria. Thus, the results in the table confirm that all indicators are valid and comply with the 

standard criteria.  

Cross Loadings Factor. The results of the cross loadings factor tests on indicator per variable 

presented in the following table: 

Table 8. Cross Loadings Test Results 

 Career Development Compensation Competence 
Employee 

Performance 

Job  

Satisfaction 

Career Development 1 0,743 0,514 0,574 0,544 0,604 

Career Development 2 0,784 0,413 0,549 0,455 0,593 

Career Development 3 0,834 0,436 0,586 0,482 0,632 

Career Development 4 0,817 0,404 0,538 0,459 0,617 

Career Development 5 0,808 0,415 0,521 0,471 0,544 

Career Development 6  0,758 0,335 0,492 0,374 0,521 

Compensation 1 0,491 0,741 0,550 0,519 0,534 

Compensation 2 0,395 0,787 0,521 0,492 0,478 

Compensation 3 0,371 0,808 0,540 0,524 0,522 

Compensation 4 0,459 0,789 0,608 0,633 0,579 

Compensation 5  0,365 0,784 0,576 0,574 0,498 

Competence 1 0,615 0,495 0,754 0,505 0,582 

Competence 2 0,548 0,558 0,812 0,568 0,622 

Competence 3 0,517 0,585 0,795 0,530 0,598 

Competence 4 0,530 0,618 0,799 0,552 0,572 

Competence 5 0,496 0,593 0,791 0,630 0,568 

Competence 6  0,548 0,541 0,772 0,525 0,588 

Competence 7 0,596 0,555 0,786 0,564 0,613 

Competence 8  0,491 0,570 0,786 0,534 0,562 

Employee Performance 1 0,460 0,499 0,525 0,756 0,538 

Employee Performance 2 0,445 0,569 0,528 0,797 0,535 

Employee Performance 3 0,497 0,588 0,569 0,805 0,561 

Employee Performance 4 0,452 0,565 0,574 0,793 0,590 

Employee Performance 5 0,458 0,539 0,547 0,762 0,560 

Job Satisfaction 1 0,584 0,542 0,591 0,598 0,787 

Job Satisfaction 2 0,559 0,598 0,616 0,612 0,825 

Job Satisfaction 3 0,568 0,530 0,563 0,531 0,766 

Job Satisfaction 4 0,585 0,463 0,560 0,496 0,782 

Job Satisfaction 5 0,601 0,469 0,577 0,525 0,730 

  Source: Data Processed (2024) 
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Tables 8 show the results of the discriminant validity test. Discriminant validity can be checked 

using three criteria shown in these tables. The cross-loading values in Table 8 indicate how well 

each indicator correlates with its variable, with values above 0.7 showing strong correlations. 

Fornell-Lacker Criterion. The results of the Fornell-Lacker Criterion tests on each variable 

presented in the following table: 

Table 9. Fornell-Larcker Criterion Test Results 
 CD CS CT EP JS 

Career Development 0,791     

Compensation 0,534 0,782    

Competence 0,689 0,717 0,787   

Employee Performance 0,591 0,706 0,701 0,783  

Job Satisfaction 0,743 0,671 0,748 0,712 0,779 

   Source: Data Processed (2024) 

Table 9 uses the Fornell-Larcker Criterion, showing that the correlations between indicators 

meet the required standards. For example, the correlation between career development and job 

satisfaction is 0.743, which is lower than the correlation of the indicators within each variable 

(0.791 and 0.779). 

Heterotrait-Monotrait Ratio Test (HTMT). The results of the Heterotrait-Monotrait Ratio 
tests on each variable presented in the following table: 

Table 10. Heterotrait-Monotrait Ratio Test Results (HTMT) 

  CD CS CT EP JS 

Career Development      

Compensation 0,614     

Competence 0,767 0,815    

Employee Performance 0,681 0,832 0,799   

Job Satisfaction 0,863 0,793 0,855 0,845  

   Source: Data Processed (2024) 

Table 10 uses the HTMT method, where all indicator values are below 0.9, confirming that 

discriminant validity is achieved. In research (Hair et al., 2019), HTMT stands for Heterotrait-

Monotrait ratio, which is a measure used to assess discriminant validity in research. It calculates 

the average correlation between items that measure different constructs and compares it to the 

average correlation of items that measure the same construct. If the HTMT value is high, it 

suggests problems with discriminant validity. Specifically, if the HTMT score is above 0.90, it 

indicates that the constructs may not be distinct from each other. For constructs that are 

conceptually more different, a stricter cutoff of 0.85 is recommended to ensure discriminant 

validity. 
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Direct Effect. The results of the direct effect test on relationship between variable presented in 
the following table: 

Table 11. Direct Effect Test Results 

  Source: Data Processed (2024) 

The following findings are obtained based on the results of the hypothesis testing of the effect 

between variables directly presented in Table 11. 

H1, career development has no significant effect on employee performance, as evidenced by a 

t-statistic value of less than 1.96 (0.731), and a p value more than 0.05 (0.465) is not established. 

Results of this hypothesis test are consistent with the research results (Adawiyah et al., 2023; 

Natasya Rizkia Rahmadona et al., 2023). 

H2, competence has a positive and substantial effect on employee performance, demonstrated 

by a t-statistic value more than 1.96 (2.804) and a p-value less than 0.05 (0.005). In research 

(Muhson, 2022) data is said to be significant if the p-value <0.05 or t-statistic >1.96. The results 

of this hypothesis test are in line with the results of research (Strugar Jelača et al., 2022; Ahmad 

Yani, 2022; Dirna, Ida Bagus Made Agung Dwijatenaya; Jumaidi, 2023; Fetriah & Hermingsih, 

2023; Mustaqim et al., 2023).  

H3, which posits that compensation has a positive and significant effect on employee 

performance, is supported by the results. This is indicated by a t-statistic value of 5.210, which 

is greater than 1.96, and a p-value of 0.000, which is less than 0.05. In research (Muhson, 2022) 

data is said to be significant if the p-value <0.05 or t-statistic >1.96. The results of this 

hypothesis test align with the research results (O.P et al., 2022; Ardian & Nurhayati, 2023; 

Panjaitan & Sinaga, 2022; Rahmadani et al., 2023; Sedik, 2021). 

 

 

 
Original 

Sample 

Sample 

Mean 

Standard   

Deviation 
T Statistics P Values 

Career Development → Em-

ployee Performance 
0,050 0,053 0,069 0,731 0,465 

Career Development → Job 

Satisfaction 
0,415 0,412 0,054 7,730 0,000 

Compensation → Employee 

Performance 
0,331 0,332 0,063 5,210 0,000 

Compensation → Job Satis-

faction 
0,243 0,239 0,055 4,458 0,000 

Competence → Employee 

Performance 
0,207 0,210 0,074 2,804 0,005 

Competence → Job Satisfac-

tion 
0,287 0,289 0,072 4,000 0,000 

Job Satisfaction → Em-

ployee Performance 
0,298 0,288 0,053 5,600 0,000 
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H4, which claims that career development has a positive and significantly effect on job 

satisfaction. A p-value of 0.000, which is less than 0.05, and a t-statistic value of 7.730, which 

is greater than 1.96, support this. In research (Muhson, 2022) data is said to be significant if the 

p-value <0.05 or t-statistic >1.96. The results of this hypothesis test align with the research 

results (Hosen et al., 2024; Mohamed et al., 2023; Panjaitan & Sinaga, 2022; Wau & Purwanto, 

2021; Yusuf & Nuraeni, 2023). 

H5, which asserts that competence has a positive and significant effect on job satisfaction, is 

supported by the results. This is demonstrated by a t-statistic value of 4.000, which is greater 

than 1.96, and a p-value of 0.000, which is less than 0.05. In resaerch of (Muhson, 2022), data 

is said to be significant if the p-value <0.05 or the t-statistic >1.96. The results of this hypothesis 

test align with the research results (Alkhayyal & Bajaba, 2023; Kardas & Yilmaz Sahin, 2023; 

Adhi Dwiswara et al., 2023; Panjaitan & Sinaga, 2022; Pranitasari et al., 2022; Salameh et al., 

2023). 

H6, compensation has a positive and significant effect on job satisfaction, which is indicated 

by a t-statistic value greater than 1.96 (4.458) and a p-value less than 0.05 (0.000) is proven. In 

research (Muhson, 2022), data is said to be significant if the p-value <0.05 or the t-statistic 

>1.96. The results of this hypothesis test align with the research results (Alkandi et al., 2023; 

Arta et al., 2022; Komara, 2023; Panjaitan & Sinaga, 2022). 

H7 job satisfaction positively and significantly affects team member performance, indicated by 

a t-statistic value greater than 1.96 (5.600) and a p-value less than 0.05 (0.000). In research 

(Muhson, 2022), data is said to be significant if the p-value <0.05 or the t-statistic >1.96. The 

results of this hypothesis test are in line with the results of research (Adhi Dwiswara et al., 

2023; Elisabeth, 2023; Komara, 2023; Panjaitan & Sinaga, 2022; Pudjiarti et al., 2023; Sedik, 

2021). 

Indirect Effect. The results of the indirect effect test on the relationship between variables are 
presented in the following table: 

  Source: Data Processed (2024) 

 

The following findings are obtained based on the results of the hypothesis testing of the 

influence between variables indirectly presented in Table 12. 

Table 12. Indirect Effect Test Results 

 
Original 

Sample 

Sample 

Mean 

Standard    

Deviation 
T Statistics P Values 

Career Development → Job Satis-

faction → Employee Performance 0,124 0,119 0,027 4,594 0,000 

Compensation → Job Satisfaction 

→ Employee Performance 0,072 0,069 0,021 3,404 0,001 

Competence → Job Satisfaction 

→ Employee Performance 0,086 0,083 0,025 3,377 0,001 
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H8, which proposes that career development has a significant indirect effect on employee 

performance, is supported by the results. It is mediated by job satisfaction, which is indicated 

by a t-statistic value greater than 1.96 (4.594) and a p-value less than 0.05 (0.000) is proven. In 

research (Muhson, 2022) data is said to be significant if the p-value <0.05 or the t-statistic 

>1.96. The results of this hypothesis test align with the research results (Hasan et al., 2022; 

Komara, 2023; Wau & Purwanto, 2021). 

H9 competence has a significant indirect effect on employee performance and is mediated by 

job satisfaction, which is indicated by a t-statistic value greater than 1.96 (3.377) and a p-value 

less than 0.05 (0.001) is proven. In research (Muhson, 2022) data is said to be significant if the 

p-value <0.05 or the t-statistic >1.96. The results of this hypothesis test are in line with the 

results of research (Andre Masago Manik et al., 2023; Pangaribuan & Pardomuan Robinson 

Sihombing, 2022; Taki et al., 2023; Yanita et al., 2023). 

H10 compensation has a significant indirect effect on employee performance and is mediated 

by job satisfaction, which is demonstrated by a p value of less than 0.05 (0.001) and a t-statistic 

value more than 1.96 (3.404). Data is considered significant in study (Muhson, 2022) if the t-

statistic >1.96 or the p-value <0.05. This hypothesis test's outcomes are consistent with the 

findings of the investigation (Asep et al., 2022; Komara, 2023; Nyoman Santi Ardani et al., 

2023; Pudjiarti et al., 2023). 

R Square. The results of the R Square test on relationship between variable presented in the 

following table: 

Table 13. R Square Test Results 

  
Original 

Sample (O) 

Sample Mean 

(M) 

Standard De-

viation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Employee Per-

formance  
0,620 0,625 0,081 7,613 0,000 

Job 

Satisfaction 
0,686 0,685 0,072 9,531 0,000 

   Source: Data Processed (2024) 

The R-squared value for employee performance is 0.625, meaning that career development 

(CD), competence (CT), and remuneration (CS) explain 62.5% of the changes in employee 

performance. The other 37.5% is influenced by factors not included in the model. An R-squared 

value above 0.50 indicates a strong ability to predict outcomes. For job satisfaction, the R-

squared value is 0.685, showing that CD, CT, CS, and employee performance (EP) explain 

68.5% of its variation, with 31.5% due to other factors outside the model. Job satisfaction also 

has strong predictive power based on its R-squared value. According to Hair et al., 2019, R-

squared values of 0.75, 0.50, and 0.25 are seen as strong, moderate, and weak, respectively.  

SRMR Test. The results of the SRMR test on relationship between variable presented in the 

following table: 
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Table 14. SRMR Test Results 

  Original Sample (O) Sample Mean (M) 95% 99% 

Saturated Model 0,054 0,042 0,051 0,054 

Estimated Model 0,054 0,042 0,051 0,054 

 Source: Data Processed (2024) 

The SRMR calculates the difference between the observed and estimated correlation matrices 

for the models. According to the test results in Table 14, the SRMR is less than 0.1. An SRMR 

score of less than 0.1 indicates that the model fits the data (Hu & Bentler, 1998). 

The following are the results of GoF Index analysis: 

𝐺𝑜𝐹 =  √𝐶𝑜𝑚𝑚 𝑥 𝑅2……………………………………………………………………..1 

𝐶𝑜𝑚𝑚 =
0.626 + 0.619 + 0.612 + 0.606 + 0.613

5
= 0.615 

𝑅2 =
0.625 + 0.685

2
= 0.655 

So, 

𝐺𝑜𝐹 =  √0.615 𝑥 0.655 = 0.6346………………………………………………………..1 

Ghozali & Latan (2014) classify the model criterion as "strong" based on the GoF Index results 

above. They describe the GoF (Goodness of Fit) index as a single measure that checks the 

overall performance of both the measurement and structural models. To calculate the GoF 

value, you take the square root of the average communality index and multiply it by the model's 

average R value. The GoF value ranges from 0 to 1 and is interpreted as follows: 0.1 indicates 

a small GoF, 0.25 represents a medium GoF, and 0.36 shows a large GoF. 

4. CONCLUSION & SUGGESTION 

The study found that career development does not directly affect employee performance. How-

ever, competence and compensation positively influence both job satisfaction and employee 

performance. Job satisfaction also directly improves employee performance. Career develop-

ment, competence, and compensation can indirectly boost employee performance when job sat-

isfaction is a mediator. 

This means that in distributor companies in Batam City, factors like career development, com-

petence, compensation, and job satisfaction significantly impact employee performance. How-

ever, only one finding shows that career development does not directly improve performance, 

but it does have an indirect positive effect when job satisfaction is considered. 

The study's results are specific to employee performance in distributor companies in Batam 

City, so they cannot represent employee performance in companies engaged in other sectors or 

in other locations. Therefore, it is recommended to conduct research using objects and locations 

outside Batam City. It is also possible to add new variables in research, such as motivation 

variables, working environment, work engagement, and so on. 
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The findings of this research are designed to serve as a guide and reference for the Company to 

evaluate employee performance by paying attention to the variables that have been used. The 

Company can also involve stakeholders to discuss the results of this study so that they can be 

integrated into the Company's strategy and policies. The company should implement training 

methods with the aim of making it easier for employees to meet the company's work targets. 

With the training organized by the company, employee participants are required to have work 

competencies, one of which is work skills. Competence is the capital of an employee who is 

required to have skills and knowledge, and is supported by the employee's own attitude based 

on the work he has, so that performance is achieved according to what is expected. 

REFERENCES 

[1] Adawiyah, S. S. R., Wahyuningaih, S., & Kusumawati, I. (2023). Pengaruh Pendidikan, Pelatihan 

Dan Pengembangan Karir Terhadap Kinerja Pegawai SMA Negeri 1 Sukatani. Jurnal Mirai 

Management, 8(2), 171–178. 

https://journal.stieamkop.ac.id/index.php/mirai/article/view/4770%0Ahttps://journal.stieamkop.

ac.id/index.php/mirai/article/download/4770/3144 

[2] Adhi Dwiswara, G. M., Sudja, I. N., & Dwi Widyani, A. A. (2023). The Influence of Job 

Placement and Competence Mediation of Job Satisfaction in Increasing the Performance of State 

Civil Apparatus in Industrial and Trade Services of The Province of Bali. International Journal 

of Scientific Research and Management (IJSRM), 11(08), 5023–5037. 

https://doi.org/10.18535/ijsrm/v11i08.em02 

[3] Ahmad Yani, D. A. Y. (2022). Influence of Employee Competence and Infrastructure Toward 

Employee Performance. Airlangga Journal of Innovation Management, 3(1), 48–60. 

https://doi.org/10.20473/ajim.v3i1.36570 

[4] Alkandi, I. G., Khan, M. A., Fallatah, M., Alabdulhadi, A., Alanizan, S., & Alharbi, J. (2023). The 

Impact of Incentive and Reward Systems on Employee Performance in the Saudi Primary, 

Secondary, and Tertiary Industrial Sectors: A Mediating Influence of Employee Job Satisfaction. 

Sustainability (Switzerland), 15(4). https://doi.org/10.3390/su15043415  

[5] Alkhayyal, S., & Bajaba, S. (2023). The Impact of E-Leadership Competencies on Workplace 

Well-Being and Job Performance: The Mediating Role of E-Work Self-Efficacy. Sustainability, 

15(6), 4724. https://doi.org/10.3390/su15064724 

[6] Alvina, J., & Mon, M. D. (2024). The effect of work-life balance as a mediator and job opportunity 

as moderator on turnover intention among selected corporations. 17(2), 241–260.  

[7] Andre Masago Manik, Prihatin Lumbanraja, & Parapat Gultom. (2023). the Effect of Work 

Environment and Competence on Employee Performance Through Satisfaction Work in Research 

and Innovation Body Medan City Region. International Journal of Economic, Business, 

Accounting, Agriculture Management and Sharia Administration (IJEBAS), 3(3), 989–994. 

https://doi.org/10.54443/ijebas.v3i3.952 

[8] Anjani, A. (2022). Apa Itu Kompetensi? Ini Pengertian, Faktor-faktor, dan Indikatornya. 

https://www.detik.com/edu/detikpedia/d-5988134/apa-itu-kompetensi-ini-pengertian-faktor-

faktor-dan-indikatornya 

[9] Ardian, D., & Nurhayati, M. (2023). Influence of Compensation Procedural Fairness and 

Employee Engagement on Workforce Agility and Its Impact on Employee Performance. 1(2), 95–

104. 



Volume 15, Issue 3                                                                                                 Mediation Role of Job Satisfaction on.......| 674 

 

 

[10] Arta, D. N. C., Wibowo, T. S., Cakranegara, P. A., Hadi, M., & Zaroni, A. N. (2022). Analysis of 

Communication and Compensation on Employee Job Satisfaction. Quantitative Economics and 

Management Studies, 3(5), 825–833. https://doi.org/10.35877/454ri.qems1222 

[11] Asep, D., Afrizal, A., Muhammad, M., & Satriawan, B. (2022). The Effect of Work Motivation, 

Compensation and Work Discipline on Employee Performance through Job Satisfaction at Batam 

University, Indonesia. International Journal of Advances in Social Sciences and Humanities, 1(3), 

159–165. https://doi.org/10.56225/ijassh.v1i3.53 

[12] Atila, A. (2021). Pengertian Sumber Daya Manusia dan Manajemen SDM. 

https://www.jojonomic.com/blog/sumber-daya-manusia 

[13] Chairunisa. (2023). Kompensasi Adalah: Pengertian, Dampak, Jenis-Jenis dan Tujuan. 

https://dailysocial.id/post/kompensasi-adalah 

[14] Dirna, Ida Bagus Made Agung Dwijatenaya; Jumaidi, N. (2023). THE INFLUENCE OF 

VARIOUS FACTORS ON EMPLOYEE PERFORMANCE. 1184(July), 1–23. 

[15] Elisabeth, C. (2023). The Influence of Motivation, Discipline, and Work Environment on 

Employee Performance. Golden Ratio of Data in Summary, 3(1), 21–28. 

https://doi.org/10.52970/grdis.v3i1.307 

[16] Fetriah, D., & Hermingsih, A. (2023). The Effect of Perceived Organizational Support, Work 

Motivation, and Competence on Employee Performance Mediated by Employee Engagement. 

Dinasti International Journal of Management Science, 5(1), 22–33. 

https://doi.org/10.31933/dijms.v5i1.2023 

[17] Ghozali, I., & Latan, H. (2014). Partial Least Squares : Konsep, Teknik dan Aplikasi 

Menggunakan Program SmartPLS 3.0, -2/E. 

https://www.researchgate.net/publication/289674660_Partial_Least_Squares_Konsep_Metode_

dan_Aplikasi_Menggunakan_Program_WARPPLS_40 

[18] Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the 

results of PLS-SEM. European Business Review, 31(1), 2–24. https://doi.org/10.1108/EBR-11-

2018-0203 

[19] Hasan, D., Lailla, N., Tantri, M., Ali, S., & ... (2022). Training and Career Development: Why 

and When related to Job Satisfaction and its impact on Employee Performance. Journal of 

Business …, 6(December 2022), 69–81. 

https://journal.unj.ac.id/unj/index.php/jobbe/article/view/31821 

[20] Hosen, M., Liew, C. Y., Fen, L. A., Hameed, I., & Rehman, H. M. (2024). A new mechanism for 

crisis management success. 

https://www.researchgate.net/publication/380176945_A_new_mechanism_for_crisis_managem

ent_success  

[21] Hu, L. –., & Bentler, P. M. (1998). Fit indices in covariance structure modeling: Sensitivity to 

underparameterized model misspecification. https://doi.org/10.1037/1082-989X.3.4.424 

[22] Kardas, U., & Yilmaz Sahin, S. (2023). Investigation of the relationship between cultural 

sensitivity and effectiveness levels among nursing students. Nurse Education in Practice, 72(2), 

2024. https://doi.org/10.1016/j.nepr.2023.103773 

[23] Komara, E. (2023). The Influence of Motivation, Career Development, and Compensation on Job 

Satisfaction and its impact on the Employee Performance. Jurnal Ekonomi, Manajemen Dan 

Perbankan (Journal of Economics, Management and Banking), 9(2), 175–192. 

https://doi.org/10.35384/jemp.v9i2.385 

 



675 | Dini, Rina, Mon                              Jurnal Manajemen (Edisi Elektronik) 

 

 

[24] Mohamed, H. A.-B., Mohd Som, H., Sahol Hamid, N., & Mohamad, M. H. (2023). Perceived 

Career Planning and Job Satisfaction in Malaysian Armed Forces: the Role of Career 

Development As a Mediator. International Journal of Management Studies, 30(2), 337–372. 

https://doi.org/10.32890/ijms2023.30.2.6 

[25] Muhson, A. (2022). Analisis Statistik Dengan SmartPLS. Universitas Negeri Yogyakarta, 1–34. 

https://staffnew.uny.ac.id/upload/132232818/pendidikan/Panduan Penggunaan SmartPLS.pdf 

[26] Mustaqim, H., Alhempi, R. R., & Siregar, B. A. (2023). The Relationship Between Employee 

Engagement and Goal Orientation Towards Competence and Employee Performance The 

Relationship Between Employee Engagement and Goal Orientation Towards Competence and 

Employee Performance. November. https://doi.org/10.47750/QAS/25.198.23 

[27] Natasya Rizkia Rahmadona, Kuspriyono, T., & Warpindyastuti, L. D. (2023). Pengaruh 

Kompetensi Dan Pengembangan Karir Terhadap Kinerja Pegawai Pada Setditjen PPKL. Jurnal 

Ekonomi Bisnis Dan Akuntansi, 3(2), 109–116. https://doi.org/10.55606/jebaku.v3i2.1868 

[28] Nelson, A. (2022). Analisis Pengaruh Karakteristik Pekerjaan Terhadap Kinerja Karyawan 

Melalui Mediasi Motivasi Karyawan Pada Karyawan Industri Manufakturing Di Batam. Jurnal 

Ilmiah Bisnis Dan Ekonomi Asia, 16(1), 109–119. https://doi.org/10.32815/jibeka.v16i1.410 

[29] Nyoman Santi Ardani, P., Ayu Putu Widani Sugianingrat, I., & Ayu Putri Trarintya, M. (2023). 

The Effect of Compensation and Motivation on Employee Performance Through the Mediation 

of Job Satisfaction (Case Study on Savings and Loan Cooperatives in Karangasem Regency). 

International Journal of Social Science, Education, Communication and Economics (SINOMICS 

JOURNAL), 2(2), 385–396. https://doi.org/10.54443/sj.v2i2.144 

[30] O.P, S., A.A, A., H.O, F., F, O., U. D, A., & C.D., C. (2022). Mediating Effect of Work Motivation 

on Green Human Resource Management Practices and Employees’ Behavioural Outcomes. 

JURNAL AKUNTANSI DAN BISNIS : Jurnal Program Studi Akuntansi, 8(2), 87–103. 

https://doi.org/10.31289/jab.v8i2.7518 

[31] Pangaribuan, D., & Pardomuan Robinson Sihombing. (2022). The Effect of Competence on 

Employee Performance Mediated on Job Satisfaction (Case Study; Ministry of Finance PPSDM 

Employee). Economit Journal: Scientific Journal of Accountancy, Management and Finance, 1(4), 

203–211. https://doi.org/10.33258/economit.v1i4.586 

[32] Panjaitan, F., & Sinaga, Y. F. (2022). the Effect of Career Development, Competence and 

Compensation on Job Satisfaction and Their Impact on Employee Performance At the National 

Unit and Political Agency of North Sumatra Province. SULTANIST: Jurnal Manajemen Dan 

Keuangan, 10(2), 187–199. https://doi.org/10.37403/sultanist.v10i2.444 

[33] Pranitasari, D., -, J., Said, M., & Nugroho, S. H. (2022). The Mediating Effect of Work 

Engagement on competence, work environment and job satisfaction. Jurnal Manajemen, 13(3), 

365. https://doi.org/10.32832/jm-uika.v13i3.7346 

[34] Pudjiarti, E. S., Herman, M., & Mahesa, D. (2023). The Effect of Compensation on Employee 

Performance is mediated by Job Satisfaction. IQTISHODUNA: Jurnal Ekonomi Islam, 12(1), 

209–222. https://doi.org/10.54471/iqtishoduna.v12i1.2180 

[35] Rahmadani, Labbase, I., Nasir, M., & Kamidin, M. (2023). Pengaruh Disiplin Kerja dan 

Kompensasi Terhadap Kinerja Karyawan. Center of Economic Students Journal, 6(2), 116–126. 

https://doi.org/10.56750/csej.v6i2.577 

[36] Riadi, M. (2020). Pengukuran Kinerja (Pengertian, Tujuan, Syarat, Indikator, Model dan Proses). 

https://www.kajianpustaka.com/2020/02/pengukuran-kinerja-pengertian-tujuan-syarat-model-

dan-proses.html 



Volume 15, Issue 3                                                                                                 Mediation Role of Job Satisfaction on.......| 676 

 

 

[37] Ricky Lim, Y. I. F. D. (2023). The Effect of Compensation and Work Environment Mediated by 

Job Satisfaction on Employee Performance in Automotive Companies in Batam. Jurnal Bisnis 

Dan Manajemen, 10(2), 231–240. 

[38] Salameh, B., Amarneh, D. B. S., Abdallah, J., Ayed, A., & Hammad, B. M. (2023). Evaluation of 

Clinical Competence and Job Satisfaction and Their Related Factors Among Emergency Nurses 

in Palestinian Hospitals. SAGE Open Nursing, 9. https://doi.org/10.1177/23779608231208581 

[39] Salmaa. (2023). Populasi dan Sampel: Pengertian, Perbedaan, dan Contoh. 

https://penerbitdeepublish.com/populasi-dan-sampel/ 

[40] Sedik, K. (2021). The Effect of Work Motivation and Compensation towards Performance of 

Non-Civil Servant Employee with Job Satisfaction as a Mediation Variable. Asian Journal of 

Economics, Business and Accounting, 21(14), 41–55. 

https://doi.org/10.9734/ajeba/2021/v21i1430470 

[41] Strugar Jelača, M., Bjekić, R., Berber, N., Aleksić, M., Slavić, A., & Marić, S. (2022). Impact of 

Managers’ Emotional Competencies on Organizational Performance. Sustainability 

(Switzerland), 14(14). https://doi.org/10.3390/su14148800  

[42] Taki, R., Paramata, M. R., & Suyanto, M. A. (2023). The Influence of Competence, Motivation, 

Work Environment, and Job Satisfaction on Employee Performance in the Department of Public 

Works and Spatial Planning of Gorontalo City. International Journal Of Education, Social Studies, 

And Management (IJESSM), 3(2), 24–34. https://doi.org/10.52121/ijessm.v3i2.151 

[43] Thabroni, G. (2022a). Kepuasan Kerja: Pengertian, Faktor, Indikator, Manfaat & Teori Para Ahli. 

https://serupa.id/kepuasan-kerja-pengertian-faktor-indikator-manfaat-teori-para-ahli/ 

[44] Thabroni, G. (2022b). Pengembangan Karir: Pengertian, Tujuan, Indikator, Tahapan, dsb. 

https://serupa.id/pengembangan-karir-pengertian-tujuan-indikator-tahapan-dsb/ 

[45] Wau, J., & Purwanto, P. (2021). the Effect of Career Development, Work Motivation, and Job 

Satisfaction on Employee Performance. Jurnal Aplikasi Bisnis Dan Manajemen, 7(2), 262–271. 

https://doi.org/10.17358/jabm.7.2.262 

[46] Yang, A. A., & Dini, Y. I. F. (2023). Faktor loyalitas karyawan Generasi Z: Kepuasan kerja 

sebagai mediasi. Jurnal Manajemen Maranatha, 23(1), 1–14. 

https://doi.org/10.28932/jmm.v23i1.7022 

[47] Yanita, Yusniar, Iis, E. Y., Abubakar, R., & Maimunah, S. (2023). The Effect of Information 

Technology Utilization and Employee Competence on Employee Performance with Job 

Satisfaction as the Intervening Variable in the Aceh Irrigation Service. International Journal of 

Professional Business Review, 8(7), 2564. 

https://doi.org/10.26668/businessreview/2023.v8i7.2564 

[48] Yusuf, M., & Nuraeni, N. (2023). Determinant Job Involvement, and Career Development on Job 

Satisfaction and Its Implications for Organizational Commitment. Sosiohumaniora, 25(1), 10. 

https://doi.org/10.24198/sosiohumaniora.v25i1.38649 

 


