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INTRODUCTION

The company has employees with predetermined areas of expertise and
placements in accordance with the job description will contribute with a target
per employee. Of course, employees need to be very motivated in carrying out
the work that has been charged. Motivation is related to career so that
employees are motivated to work (Aratjo et al, 2018: Ameen et al., 2018), of
course, motivation has an influence on career paths, but here the author is
looking for research results where motivation with employee performance gets
related results according to research from (Indrasari et al, 2019), there are also
research results from (Pawirosumarto et al., 2017) states that there is a
correlation between employee performance and motivation.

In addition to motivation and employee performance, research results
from existing scientific articles, there is also employee engagement with
employee performance variables where from the results of existing research
from (J., 2014) states that positive employee engagement is significant with
employee performance, but in this study the author has not found that the three
variables above, namely motivation, career path, employee engagement have
an influence together, And this makes it the first gap in the study. The two
authors looked for the influence between employee performance and job
satisfaction which was only very little found, one of which was according to
(Bellou, 2010) there was a positive and significant correlation between the
variables of entrepreneurial orientation, organizational culture, job satisfaction,
organizational commitment and employee performance. In addition, there are
also research results from (Suliman & Al Kathairi, 2013; Karuhanga & Werner,
2013) states that the variable job satisfaction, job commitment achieves job
satisfaction within the organization.

After describing above, the second gap is where between the three
variables motivation, career path, employe engagement to look for influence
and significance, with the variable job satisfaction not yet present in scientific
articles together with the results. So the purpose of this study is to find the
influence between the variables above with the results that will be presented
from the calculation of data analysis. The object of this study is the
transportation industry.

THEORETICAL REVIEW
Motivation

(Herzberg, 1968) further states that recognition of achievements
translates into direct feedback; responsibility into self-regulation, authority to
communicate, exercise of vision of resources and accountability; while progress
and growth aretranslated into the dynamics of new learning centers leading to
new skills, in addition motivation within the company is innovation (Afsar &
Umrani, 2020).

Motivation with Employee Performance

Research results from (Pancasila et al., 2020) motivation significantly and
positively with employee performance. The hypothesis in this study is that Hi
Motivation has a positive effect on Employee Performances.
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Career Path

Career orientation is as a pattern of work-related preferences that, in
professional employees, may or may not remain stable during one's service life
(Gubler et al., 2014).
Ho. Career Path has a positive effect on Employee Performances.

Employee Engagement

Employee engagement is defined in general terms as the level of
commitment and engagement that employees gain towards the organization
and its values. At the moment when an employee is involved, he realizes his
responsibility in business goals and motivates his colleagues together, for the
success of organizational goals (J., 2014).

Employee Engagement with Employee Performance

Employee performance has a positive influence on Employee
Engagement (J., 2014).
Hs Employee engagement positively affects Employee Performance

Employee Performance

Simamora stated regarding performance is feedback on how various
problems such as fatigue, shortcomings, and potential and in turn is beneficial
for setting goals, tracking, career development plans especially organizations.
Performance is the result of quality and quantity achieved by employees
(Gayathiri et al., 2013)
Hs4 Employee Performance positively affects job satisfaction.

The following is a research model with a chart offered by the researcher
as follows:

Motivation (X1)

Job Satisfaction

(¥)

Employee

Career Path (X;)

Performance (1)

Employee
Engagement (Xs)

Figure 1. Conceptual Framework Novelty
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METHODOLOGY

This study used a quantifiable method with the population in this study
consisting of employees of several transportation and logistics companies in
Jakarta by taking random sampling with a total of 58 employees in 2022 in
December. The sampling technique in this study is purposive with certain
conditions by the researcher. according to research needs. Data collection by
distributing questionnaires to respondents according to the characteristics of
the set sample. The Likert scale is used for a large number of respondents to
find out their responses or attitudes.

RESULTS

As a result of Path Analysis, this analysis is one of the options in order to
study the dependence of a number of variables in the model. This analysis is a
good method to explain when there is a large set of data to analyze and look for
causal relationships. The development of a path analysis model should be based
on quality relationships that have a strong theory. This development aims to
develop the causality that you want to test and express in the form of an
equation before the path analysis is made. Models are designed based on
concepts and theories.

Substructure Path Analysis One. To find out whether it affects job
satisfaction, employee attachment, leadership to motivation, it is carried out
using path analysis using SPSS software version 2 2.0. The results of the
analysis of the path of the first substructure are as follows:

Table 1. Model Summary
Model Summary

Adjusted R Std. Error of
Type R R Square Square the Estimate

1 .8062 .649 .630 3.041

a. Predictors: (Constant), Motivation, Career Path, Employee Engagement

Based on the summary model table above, the R Square figure of 0.649 or
(64.9%) was obtained. This shows that the independent variables Motivation (X
1), Career Path (X 2), Employee Engagement (X3) were able to increase the
dependent variable Job Satisfaction (Y) by 64.9%. While 1-64.9 = 35.1% there are
some other variables or variables that were not included in this research model.

Table 2. Anova Results

ANOVA2
Type Sum of Squares Df Mean Square F Sig.
" Regression 924.925 3 308.308 33.341 ,000P
Residual 499.351 54 9.247
Total 1424.276 57

a. Dependent Variable: Employee Performance

b. Predictors: (Constant), Motivation, Career Path, Employee Engagement
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Then H O rejected means that there is a difference in Performance

Employee between Motivation, Career Path, Employee Engagement

Or

Significance Level 0.05 Significance of test results p = (0.000 < 0.05), then Ho
rejected means that there is a difference in Performance Employee between

Motivation, Career Path, Employee Engagement.

Table 3. Coefficient Yield

Coefficients?
Standardized
Unstandardized Coefficients Coefficients
Type B Std. Error Beta Sig.

(Constant) -1.224 4.629 -.264 792
Motivation 543 151 416 3.600 .001
Career Path 135 152 127 .888 378
Employee Engagement 342 149 344 2.292 .026

a. Dependent Variable: Job Satisfaction

Statistically the output of the table coefficient above obtained the following

equation:

Y=Pyx1 X1+Pyx2X2 + Py X3+er

Y =0,416.X1 + 0,127.X 2+ 0,344.X3

1) First Hypothesis Testing
HO : Motivation has no effect onJob Satisfaction
H1 : Motivation affects Job Satisfaction
From the results of the path analysis, the number of t values calculated by
the variable X 1 is 3,600, with a significance level of 0.00 1, because the
significance level number is more < 0.05 (0.00 1 < 0.05) it can be concluded
that Motivation affects Job Satisfaction. Based on this explanation, therefore
H o is rejected and Hi is accepted, meaning that Motivation affects Job

Satisfaction.

2) Second Hypothesis Testing

HO : Career Path does not affect Job Satisfaction
H1 : Career Path affects Job Satisfaction
From the results of the path analysis, the number of t values calculated
by the variable X is 0.888, with a significance level of 0.378, because the

261




Susanto, Sawitri, Suroso

significance level is more < 0.05 (0.378 > 0.05), it can be concluded that
Career Path has no effect on Job Satisfaction. Based on this explanation,
therefore H o diterima and reject Hi, meaning that Career Path has no
effect on Job Satisfaction.

3) Third Hypothesis Testing
HO : Employee Engagement has no effect on Job Satisfaction
H1 : Employee Engagement affects Job Satisfaction
From the results of the path analysis, the number of t calculated variable
X1 is 2,292, with a significance level of 0.026, because the significance
level number is more < 0.05 (0.026 < 0.05), it can be concluded that
Employee Engagement affects Job Satisfaction.

Based on this explanation, therefore Ho is rejected and Hi is accepted,
meaning that Employee Engagement affects Job Satisfaction. Substructure Path
Analysis 2. To find out whether it affects Motivation, Career Path, Employee
Engagement, Employee Performance on Job Satisfaction, do it by using path
analysis using SPSS software version 22.0. The results of the analysis of the path
of the first substructure are as follows:

Table 4. Model Summary

Model Summary
Adjusted R Std. Error of the
Type R R Square Square Estimate
1 8062 .650 .624 2.436

a. Predictors: (Constant), Employee Performance, Motivation, Career Path, Employee

Engagement

Based on the summary model table above, the R Square figure of 0.065 or
(65.0%) was obtained. This shows that the variables of intervening Employee
Performance (I), Motivation (X 1), Job Satisfaction (X 2), Career Path (X3) are able
to increase the dependent variable Job Satisfaction (Y) by 65.0%. While 1-65.0 =
35.0% there are some variables or other variables that were not included in this
study model.

Table 5. Anova

ANOVA2
Type Sum of Squares Df Mean Square F Sig.
Regression 584.029 4 146.007 24.602 ,000p
Residual 314.540 53 5.935
Total 898.569 57

a. Dependent Variable: Job Satisfaction

b. Predictors: (Constant), Employee Performance, Motivation, Career Path, Employee Engagement
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Conclusion:

Feount = 24,602

Ftavle = 2.55

Fealculate > Frable then Ho is rejected meaning there is a difference in Job Satisfaction
between Employee Performance, Motivation, Career Path, Employee
Engagement.

Or Significance level 0.05

The significance of the test results p = (0.000 < 0.05), then Ho rejected means that
there is a difference in Job Satisfaction between Employee Performance,
Motivation, Career Path, Employee Engagement.

Table 6. Coefficient

Coefficients2
Standardized
Unstandardized Coefficients Coefficients
Type B Std. Error Beta T Sig.
(Constant) 14.968 3.711 4.034 .000
Motivation -139 135 -134 -1.029 308
Career Path 110 122 131 902 371
Employee Engagement 216 125 274 1.728 .090
Employee Performance 459 .109 577 4.206 .000

a. Dependent Variable: Job Satisfaction

1) First Hypothesis Testing
HO : Motivation has no effect on Job Satisfaction
H1 : Work motivation affects Job Satisfaction
From the results of the path analysis, the number of t values calculated
by the variable X 1 is -1,029, with a significance level of 0.308, because
the significance level number is more than < 0.05 (0.308 > 0.05 ), it can
be concluded that Motivation does not affect Job Satisfaction. Based on
this explanation, therefore H o diterima and reject Hi, meaning that
Motivation has no effect on Job Satisfaction.

2) Second Hypothesis Testing
HO : Career Path does not affect Job Satisfaction
H1 : Career Path affects Job Satisfaction
From the results of the path analysis obtained the number of t values
calculating the variable X; by 0. 902, with a significance level of 0.371,
because the significance level figure is more than < 0.05 (0.371 > 0.05) it
can be concluded that Career Path has no effect on Job Satisfaction.
Based on this explanation, therefore H ¢ diterima and reject Hi, meaning
that Career Path has no effect on Job Satisfaction.
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3)

Third Hypothesis Testing

HO : Employee Engagement has no effect on Job Satisfaction.

H1 : Employee Engagement affects Job Satisfaction.

From the results of the path analysis, the number of t values calculated
by the variable X 1 is 1,728, with a significance level of 0.090, because
the significance level is more than < 0.05 (0.090 > 0.05), it can be
concluded that Employee Engagement has no effect on Job Satisfaction.
Based on this explanation, therefore H ¢ diterima and reject Hi, meaning
that Employee Engagement has no effect on Job Satisfaction.

Testing the Fourth Hypothesis

HO : Employee Performance has no effect on Job Satisfaction.

H1 : Employee Performance affects Job Satisfaction.

From the results of the path analysis, the number of t values calculated
by the variable X 1 is 1.728, with a significance level of 0.0 0 0, because
the significance level number is more < 0.05 (0.0 0 0 < 0.05) it can be
concluded that Employee Performance affects Job Satisfaction. Based on
this explanation, therefore H o is rejected and Hi is accepted, meaning
that Employee Performance affects Job Satisfaction.

Fifth Hypothesis Testing

HO : Motivation, Career Path, Employee Engagement and Employee
Performance have no effect on Job Satisfaction.

H1: Motivation, Career Path, Employee Engagement and Employee
Performance have no effect on Job Satisfaction.

From the results of the path analysis, a calculated F value of 24,602 was
obtained with a p-value probability level of 0.000, because the
significance level figure is much more < 0.05 (0.000 < 0.05) therefore H 0
is rejected and H 1 is accepted , so it can be concluded that the null
hypothesis (Ho) 1is rejected and the alternative hypothesis (Hi) is
accepted meaning that this proves the variable Motivation, Career Path,
Employee Engagement and Employee Performance together have a
significant effect on the Job Satisfaction variable. Where the amount of
contribution of Motivation, Career Path, Employee Engagement and
Employee Performance to Job Satisfaction is 65.0%, while the remaining
35.0% is influenced by other variables that are not included in this
model.

DISCUSSION
The Influence of Motivation on Employee Performance

From hypothesis testing carried out using a partial test (t test), it is

known that Motivation has a positive and significant influence on Employee
Performance Based on this explanation, therefore H o is rejected and Hj is
accepted, meaning that Motivation affects Employee Performance
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The Influence of Career Path towards Employee Performance

From hypothesis testing conducted using partial tests (t tests), it is
known that Career Path does not have a positive and significant influence on
Employee Performance. Based on this explanation, therefore Ho Accepted and
reject Hi, meaning that Career Path has no effect on Employee Performance.

The Influence of Employee Engagement on Employee Performance

From hypothesis testing carried out using partial tests (t tests), it is
known that Employee Engagement does not have a positive and significant
influence on Employee Performance. Based on this explanation, therefore Hp is
rejected and H; is accepted, meaning that Employee Engagement affects
Employee Performance.

The Influence of Motivation Ton Job Satisfaction

From hypothesis testing carried out using partial tests (t tests), it is
known that Employee Engagement does not have a positive and significant
influence on Job Satisfaction. Based on this explanation, therefore Ho Accepted
and reject Hi, meaning that Motivation has no effect on Job Satisfaction.

The Influence of Career Path Ton Job Satisfaction

From hypothesis testing carried out using partial tests (t tests), it is
known that Career Path does not have a positive and significant influence on
Job Satisfaction. Based on this explanation, therefore Ho Accepted and reject Hj,
meaning that Career Path has no effect on Job Satisfaction.

The Influence of Employee Engagement on Job Satisfaction

From hypothesis testing carried out using partial tests (t tests), it is
known that Employee Engagement does not have a positive and significant
influence on Job Satisfaction. Based on this explanation, therefore Ho Accepted
and reject Hi, meaning that Employee Engagement has no effect on Job
Satisfaction.

The Influence of Employee Performance on Job Satisfaction

From hypothesis testing carried out using a partial test (t test), it is
known that Employee Performance does not have a positive and significant
influence on Job Satisfaction. Based on this explanation, therefore Ho Accepted
and reject Hj, meaning that Employee Performance has no effect on Job
Satisfaction.

Motivation, Career Path, Employee Engagement and Employee Performance
affect Job Satisfaction

From hypothesis testing carried out using simultaneous tests, it is
known that Motivation, Career Path, Employee Engagement and Employee
Performance have an effect because the significance level is much < 0.05 (0.000
< 0.05) therefore H 0 is rejected and H 1 is accepted, so it can be concluded that
the null hypothesis (H o) is rejected and the alternative hypothesis (H 1)
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accepted means that this proves that the variables Motivation, Career Path,
Employee Engagement and Employee Performance together have a significant
effect on the variables Job Satisfaction

CONCLUSIONS AND RECOMMENDATIONS

This study aims to test the influence of the variables Motivation, Career
Path, Employee Engagement on Employee Performance and Job Satisfaction,
based on the results of data analysis and discussions that have been carried out,
several conclusions can be drawn, namely:

There is a positive and partially significant influence of Motivation on
Job Satisfaction. It can be interpreted that the higher the perception of
employee Motivation can increase employee Job Satisfaction.

There is a partial absence of positive and significant influence from
Career Path to Job satisfaction. It can be interpreted that the perception of
Career Path has not been able to increase employee Job Satisfaction.

There is a positive and partially significant influence of Employee
Engagement on Job Satisfaction. It can be interpreted that the higher the
perception of Employee Engagement can increase Job Satisfaction.

There is a partial absence of positive and significant influence from
Motivation to Employee Job Satisfaction. It can be interpreted that the
perception of employee Motivation has not been able to increase employee Job
Satisfaction.

There is a partial absence of positive and significant influence from
Career Path to Job Satisfaction. It can be interpreted that the perception of
Career Path has not been able to increase Job Satisfaction.

There is a partial absence of positive and significant influence from
Employee Engagement and Job Satisfaction. It can be interpreted that the
perception of Employee Engagement has not been able to increase employee
Job Satisfaction.

There is a partial absence of positive and significant influence from
Employee Performance and Job Satisfaction. It can be interpreted that the
perception of Employee Performance has not been able to work on employee
job satisfaction.

There is a positive and significant influence simultaneously Motivation,
Career, Employee Engagement and Employee Performance affect employee Job
Satisfaction. It can be interpreted that the higher the perception of Motivation,
Career, Employee Engagement and Employee Performance can increase
employee Job Satisfaction.

FURTHER STUDY
In this study has not made the end and is still being developed with other
variables or with other theories or objects
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