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ABSTRACT

The purpose of this research is to determine the
effect of career development on work motivation,
compensation on work motivation, work
motivation on performance, career development
on performance, compensation on performance,
career development on performance through
motivation, compensation on performance
through motivation. The research method used is
the

approach focussed on VCO position using the

research method with a quantitative

SmartPLS to process data. The results of this
study are that career development has a positive
and significant effect on work motivation,
compensation has a positive and significant
effect on work motivation, motivation has a
positive and significant effect on performance,
career development does not have a positive and
significant effect on performance, compensation
does not have a positive and significant effect on
performance, career development has a positive
and significant effect on performance through
work motivation, and compensation has a
positive and significant effect on performance
through work motivation
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Darmadinata

INTRODUCTION

The economic development that occurs in Indonesia in the era of
globalization 4.0 as it is today has triggered a very tight business competition
between companies. The increasingly tight and changing economic development
requires companies to be able to maximize Human Resources by improving
employee performance in order to be able to face competition. Based on a
statement from (Robbins & Judge, 2024) that is a field of management that focuses
on managing the workforce within the organization. HR includes multiple roles
like as recruiting, hiring, instruction, growth, and compensation, and labor
relations, with the aim of increasing organizational effectiveness through optimal
management of employees.

If the company experiences a failure in managing the Human Resources
owned in the company, it will have an impact on the emergence of a problem in
achieving a mission of the company, in the form of performance and profits from
the company or in the survival of the organization. If the organization has
Human Resources that have good competencies and abilities, this will be good
for the development and progress of the company. The company must be able to
process and utilize existing Human Resources in order to optimize the
opportunities it has in the company's competition with other competing
companies. The company strives to improve performance in employees to
achieve organizational goals. Employees are the most essensial asset in the
company's success, so companies should pay attention to the performance of
each employee to increase company productivity. Career Development is an
employee's personal effort to achieve a career plan (Umi Farida et al, 2024). Every
individual employee has the same and equal opportunity to develop a career
regardless of gender, ethnicity, religion, race and class and political affiliation or
other diversity indicators.

The main consideration in developing careers is employee performance
and the competence of each employee. Career development can reveal employee
potential, encourage employees to advance and explore their potential abilities
that have certain goals. Encourage employee growth in accordance with career
plans and goals that can motivate employees to grow and develop (Umi Farida
et al, 2024). Whether or not a person progresses in his career depends on the
person concerned himself. An employee needs to be actively involved in
determining the direction of his career. Then the career path of an employee can
be described, namely: First, career goals to be achieved in the sense of what is the
highest level of position or position that may be achieved if employees have the
capacity to contribute successfully, are committed to the company, exhibit
functioning conduct, and have the ability to grow and develop. Secondly, career
planning refers to an individual's engagement in determining professional
pathways and goals. Thirdly, a commitment to do what is required. in order to
develop a parallel career while working.
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Motivation is an encouragement that develops a person's job excitement
to the point that they desire to work in tandem, work successfully, and combine
every attempt to attain fulfillment (Umi Farida et al, 2024). The output of research
conducted by Herpen et al (2003) show that the phenomenon of interaction
among career development, compensation, and employee motivation
significantly affects performance results in organizations. Research shows that
intrinsic and extrinsic factors play an important role in motivating employees,
with different effects on performance. Career development opportunities
increase intrinsic motivation, which leads to increased job satisfaction and
reduced turnover intentions (Herpen et al., 2003). Employees consider promotion
opportunities to be very important for their motivation, that may influence their
performance levels (Herpen et al., 2003). A well-structured compensation system
positively influences extrinsic motivation, which is associated with improved
performance metrics (Herpen et al., 2003) (Anggraini et al., 2019). Based on the
survey results of Osterloh & Frey (2002), it shows that excessive reliance on
variable pay can undermine intrinsic motivation, especially in complex tasks,
indicating the need for balance (Osterloh & Frey, 2002).

Manzoor et al (2021) shows that career development opportunities
significantly increase intrinsic motivation, which in turn positively affects
employee performance. Career development fosters a sense of purpose and
meaning, key aspects of intrinsic motivation (Thomas, 2002). Employees who see
growth opportunities are more likely to feel empowered and engaged, leading to
higher levels of intrinsic motivation (Manzoor et al., 2021). Supranowo (2017)
shows that the phenomenon of career development is equally important for
maintaining employee engagement and performance in the long term. "Although
the focus on compensation is prevalent, it is important to realize that intrinsic
motivators, such as career development, are equally important for maintaining
long-term employee engagement and performance". The synergy of career
development and compensation creates an environment conducive to
motivation, which ultimately improves job performance (Supranowo, 2017).
Organizations that invest in both areas tend to see better performance outcomes,
as motivated employees are more committed and productive (Anggraini et al.,
2019).

This is also one of the reasons why PT PNM Ventura Capital implements
a policy to provide career opportunities for Ventura Capital Officers (VCO) who
perform well and are productive and achieve the targets set by the Management
of PT Ventura Capital. In terms of human resource management at PT PNM
Ventura Capital, it turns out that it is not running as expected, namely the
productivity of VCO achievements towards meeting the predetermined
disbursement targets is still far from commitment. At this time PT PNM Ventura
Capital has a serious problem, namely related to the productivity and
performance of Venture Capital Officers (VCO). The average productivity of
VCO at PT PNM VC in 2024 is still low so it is necessary to provide a stimulus in
the form of a Career Ladder program and reward in the form of Compensation
for VCO within the scope of PT PNM VC. Based on data from the Business
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Division of PT PNM Ventura Capital, the following data recapitulation is
obtained:

Table 1. VCO Achievement Data
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Research shows that intrinsic motivation is a solid predictor of
performance, with correlation coefficients ranging from 0.21 to 0.45 (Cerasoli et
al., 2014). In addition, intrinsic motivation enhances creativity, which partially
mediates the relationship among motivation to performance. Another view is
described by Cerasoli et al (2014) who explain that while intrinsic motivation is
crucial, it is important to balance it with extrinsic incentives to optimize
performance outcomes. Some research suggests that direct performance
incentives can undermine intrinsic motivation, suggesting a complex interaction
between these factors (Cerasoli et al., 2014). Although there have been several
previous studies that discuss Career Ladder and Compensation its correlation to
Motivation and Performance, here the author will emphasize the differences
Regarding the author's research and past research investigations. One of the
distinctions within the author's research and earlier studies. is the location of the
research site, the author's research location is all Representative Offices of PT
PNM Ventura Capital (15 Representative Offices). The objectives of this research
are:

1. To ascertain the impact of career development on the work motivation of
Venture Capital Officers (VCO) at the PNM Ventura Capital
Representative Office.

2. To ascertain the impact of compensation on the work motivation of
Venture Capital Officers (VCO) at the PNM Venture Capital
Representative Office.

3. To ascertain the impact of work motivation on the performance of Venture
Capital Officers (VCO) at the PNM Venture Capital Representative Office.

4. To ascertain the impact of career development on the performance of
Venture Capital Officers (VCO) at the PNM Venture Capital
Representative Office.

5. To ascertain the impact of compensation on the performance of Venture
Capital Officers (VCO) at the PNM Venture Capital Representative Office.

6. To ascertain the impact of career development on the performance of
Venture Capital Officers (VCO) at the PNM Ventura Capital
Representative Office through motivation as an intervening variable.

7. To ascertain the impact of compensation on the performance of Venture
Capital Officers (VCO) at the PNM Ventura Capital Representative Office
through motivation as an intervening variable.
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LITERATURE REVIEW
Career Development
Career development is a strategic method that aims to enhance the
potential of individuals to achieve their professional goals while meeting the
needs of the organization. In general, career development refers to activities
designed to ensure that individuals have the knowledge, ability and experience
needed to succeed in their present or future roles. According to Greenhaus et al.
(2022), career development is a systematic effort to help individuals understand
their potential, determine career goals, and design a path that enables them to
achieve those goals. This development involves career planning, training,
mentoring, job rotation, and talent management programs. Meanwhile, Noe et
al. (2021) emphasize that career development is a reciprocal relation between
individuals and organizations. Individuals develop skills and gain experience to
expand their career opportunities. On the other hand, organizations gain more
competent, productive, and motivated employees. The dimensions of career
development describe the various elements that contribute to the success of this
development process. Some of the key dimensions include:
1. Career Planning
Career planning is the method by which individuals set their long-term
career goals and determine the steps necessary to achieve them. Mondy &
Martocchio (2020) state that career planning helps employees to identify relevant
opportunities, assess their strengths and weaknesses, and design strategies to
achieve career aspirations. In an organizational context, career planning often
involves consultation sessions between employees and managers, where both
parties work together to set realistic goals and identify training opportunities.
2. Training and Education
Training is an integral part of career development that helps individuals
acquire new skills or update existing ones. According to Armstrong & Taylor
(2020), training can be technical training, soft skills development, or formal
education such as advanced degree programs. Examples of training include
technology-based training such as e-learning, on-the-job technical training, and
professional workshops. Formal education, on the other hand, includes MBA
programs, industry certifications, or other academic-based training.
3. Job Rotation
Job rotation gives employees the opportunity to explore various roles in
the organization. According to Noe et al. (2021), job rotation is an effective
strategy to improve multifunctional skills and help individuals understand the
organization's overall operations. In addition, job rotation can reduce boredom,
increase motivation, and help organizations identify hidden talents in their
workforce.
4. Mentoring and Coaching
Mentoring and coaching are two approaches that provide direct guidance
to individuals to help them get their career aims. Kim et al. (2022) state that
mentoring focuses more on long-term relationships that involve strategic
discussions about career paths, whereas coaching is more tactical, focusing on
specific skill development.
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5. Promotion and Career Opportunities

Promotion opportunities play an important role in motivating individuals
to remain committed to the organization. Organizations that provide clear and
fair promotion paths tend to have higher retention rates.

Career development theories provide a conceptual foundation that helps
understand how individuals make career decisions and how organizations can
support this process.

1. Super's Career Development Theory

According to Donald Super, career development is a lifelong process that
involves five main stages: expansion, discovery, establishment, upkeep and
decline. Each stage has specific tasks that individuals need to complete to
progress to the next stage.

2. Holland's Career Readiness Theory (Holland's Career Typology)

This theory states that individuals' career choosing are based on the match
between their personality and the work environment. Holland recognized six
distinct personality kinds: plausible, exploratory, artistic, sociable,
entrepreneurial, and conventional.

3. Boundaryless and Protean Career Theory

This theory is relevant in the modern career context, where individuals
move frequently between jobs and rely on self-development to achieve their
career goals. Hall (2020) mentioned that boundaryless careers are characterized
by mobility across organizations, while protean careers focus on individual
independence and value orientation. Career development indicators are
parameters used to measure the extent of the career development process and its
impact on individuals and organizations. These indicators help organizations
ensure that career development programs are on track and that employees
benefit significantly. According to the holistic career management theory
developed by Greenhaus et al (2022), there are 6 indicators of career
development:

1. Career Awareness

Awareness is the first step in career management. Individuals need to
understand themselves (interests, personality, and values) same as the work
environment to design an appropriate career path.

2. Career Planning

Career planning is an active process that involves setting short- and long-
term goals and strategies to achieve them. It involves periodic assessment of an
individual's career development.

3. Skill Development

Skill Development focused on the importance of training, education and
work experience to improve technical and non-technical skills relevant to career
goals.

4. Mobility and Job Rotation

The opportunity to try out different roles through job rotation or
promotion is key to broadening employees' understanding of the organization
and increasing their flexibility.
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5. Mentoring and Coaching

The relationship between an employee and a mentor or coach plays an
important role in helping individuals face challenges and maximize their
potential.

6. Career Satisfaction

Career satisfaction is achieved when individuals feel that their efforts in
career development produce satisfying results, both in the form of financial as
well as non-financial rewards.

Compensation

Compensation become one of the essensial elements in human resource
management that serves as a reward for individual part to the organization.
Compensation is not only related to financial rewards, but also includes various
other forms of rewards, such as additional benefits and non-financial recognition.
In an organizational context, compensation plays a strategic role in attracting,
retaining and motivating employees, which ultimately supports the achievement
of organizational goals.

According to Milkovich et al. (2021), compensation consist of financial and
non-financial rewards given by organizations to their employees in return for
their contributions. Compensation aims to create a mutually beneficial
relationship between employees and the organization. Compensation has
various strategic objectives in the organization, including;:

1. Attract and Retain Quality Employees, organizations that provide
competitive compensation are better able to attract top talent and retain
existing employees.

2. Motivating Performance, well-designed compensation can be a tool to
support employees to achieve expected performance targets.

3. Increase Employee Satisfaction and Loyalty, employees who feel valued
through compensation tend to be more satisfied and loyal to the
organization.

4. Maintain Internal and External Justice, fair compensation ensures that
employees feel they are treated equally for their contributions, both within
the organization (internal equity) and compared to the labor market
(external equity).

5. Supports Business Strategy, compensation can be used to encourage
behaviors that align with the organization's strategy, such as innovation,
collaboration, or efficiency.

Handoko (2020) defines compensation as rewards given to employees,
both in the form of money and non-money, which aims to improve employee
welfare and performance. Compensation can be divided into two main
categories: direct compensation and indirect compensation. These two categories
reflect the organization's approach to rewarding employees.
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1. Direct Compensation
Direct compensation is a form of reward given to employees in financial
form.

e Base Pay, which is the main reward given to employees for the work they
do under the employment contract.

e Incentives, a form of additional compensation given based on the
achievement of certain performance. Examples are annual bonuses, sales
commissions, or performance-based awards.

e Pay-for-Performance is a form of compensation that links work results to
the rewards received, so that employees are more encouraged to achieve
maximum results.

2. Indirect Compensation
Indirect compensation includes non-financial benefits and rewards.

e Employee Benefits, consisting of financial benefits: pension plan, health
insurance, or transportation allowance. and non-financial benefits: paid
leave, flexible work schedules, or education subsidies.

e Non-Material Rewards, awards in the form of recognition for work
achievements, such as certificates of appreciation, promotions, or training
opportunities.

Armstrong & Taylor (2020) state that compensation indicators are used to
evaluate how well the organization's compensation program meets employee
needs. Here are some indicators:

1. Market competitiveness; evaluation is conducted to ensure that
compensation is in line with labor market standards.

2. Internal equity; ensuring that compensation reflects the relative value of
work within the organization.

3. Employee satisfaction with compensation; the level of employee
satisfaction with salary, incentives, and fringe benefits.

4. The relationship between performance and reward; the match between
the results of employee work and the rewards received.

5. Effectiveness in employee retention; evaluation of the compensation
program's ability to retain high-performing employees.

Work Motivation

Motivation is an important concept in psychology and human resource
management. In an organizational context, motivation refers to both internal and
external drives that influence employees to achieve personal and organizational
goals. An understanding of motivation is critical as it can affect productivity,
performance and overall organizational success. Armstrong & Taylor (2020) said
motivation is the process that drives individuals to strive to achieve certain goals
based on their needs and desires. Motivation not only determines the direction
of action, but also the level of intensity and persistence of individuals in
achieving these goals. Meanwhile, Robbins & Judge (2022) define motivation as
a psychological force that influences the direction, intensity, and persistence of
individual behavior to achieve a specific goal. Deci & Ryan (2020) in self-
determination theory state that human motivation is built on basic psychological
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needs which include autonomy, which is the need to have control over one's own
actions, then competence, which is the need to feel capable in performing tasks
and relatedness, which is the need to feel connected to others. Self-determination
theory emphasizes the importance of intrinsic motivation (encouragement from
within) over extrinsic motivation (encouragement from outside). From this
definition, motivation involves three main elements:

1. Direction: The choice of relevant behavior to achieve the goal.

2. Intensity: How much effort is given to achieve the goal.

3. Persistence: An individual's resilience in the face of challenges during the
process of achieving goals.

The purpose of motivation explains why individuals need to be motivated
in an organization. According to Armstrong & Taylor (2020), motivation has a
strategic role in creating employees who are productive, satisfied, and aligned
with organizational goals. Some of the main goals of motivation are as follows:

1. Improve Employee Performance

Motivation aims to ensure that employees work optimally in completing
their tasks. When employees feel motivated, they tend to give their best in their
work. This has a direct impact on increasing work productivity and efficiency.

2. Encouraging Innovation and Creativity

High motivation, especially intrinsic motivation, encourages employees to
think creatively and find innovative solutions to organizational challenges. For
example, intrinsic motivation stemming from the satisfaction of challenging
work can trigger employees to look for new ways to accomplish tasks.

3. Increase Job Satisfaction

Motivation contributes to the level of employee job satisfaction. High job
satisfaction not only improves the quality of work but also lowers employee
turnover and absenteeism rates.

4. Aligning Personal and Organizational Goals

With the right motivation, employees can feel that their personal goals are
aligned with the organization’s vision and mission. This creates a strong
commitment to the organization.

Motivation can be separated into several types based on the origin of the
motivation. Deci & Ryan (2020) said through self determination theory (SDT),
motivation can be divided into:

1. Intrinsic Motivation

Intrinsic motivation is the drive that comes from within the individual. It
involves the desire to perform a task because it is satisfying, enjoyable or
challenging. An example of intrinsic motivation is someone who works hard
because they love their job or enjoy taking on new challenges. The characteristics
of intrinsic motivation are that it is more sustainable in the long run, can increase
creativity and work quality and is less dependent on external rewards.
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2. Extrinsic Motivation

Extrinsic motivation emerge from factors outside the individual, such as
financial rewards (salary, bonuses), recognition, or the threat of punishment. An
example is an employee who works hard to get a promotion or avoid sanctions.
The characteristics of extrinsic motivation are that it is effective in encouraging
employees in the short term, is often used in performance-based reward
programs and can fade if rewards are no longer available.

3. Positive and Negative Motivation

Positive motivation is the drive that arises because of the hope of getting
certain awards or benefits, for example, employees who work hard to get bonuses
or awards from superiors. Meanwhile, negative motivation is the drive that arises
because of the desire to avoid punishment or failure, for example employees who
obey the rules for fear of being penalized.

Goal setting theory by Locke & Latham (2019) states that specific and
challenging goals, if accompanied by commitment, feedback, and clarity, can
improve performance. This theory emphasizes the important role of goals in
motivating individuals. Indicators of motivation according to goal setting theory
are:

1. Clarity of Purpose

Clarity of goals affects the extent to which individuals understand what is
expected of them, goals should be specific, unambiguous, and understandable to
the individual.

2. Goal Difficulty

Challenging goals increase motivation, provided they are considered
achievable by the individual, goals that are too easy can reduce motivation, while
those that are too difficult can lead to frustration.

3. Goal Commitment

Commitment is the extent to which individuals are determined to achieve

goals, high commitment to goals influences dedication in achieving them.
4. Feedback

Feedback provides information to individuals about progress towards
goals, quality feedback helps individuals assess performance and improve ways
of working.

5. Specificity and Measurability

Specific and measurable goals increase an individual's focus at work, as

specific goals provide clear guidance on what to do.
6. Relevance of Objectives

Goal relevance ensures that the task or target matches the individual's job
or role, relevant goals increase motivation because they have meaning for the
individual.

7. Time-Bound Goals

Deadlines provide a time limit for completing goals, creating a sense of

urgency, goals with deadlines encourage individuals to manage time effectively.
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Employee Performance

Performance is derived from the words job performance or real
performance, either refer to an individual's job accomplishments or actual
accomplishment (Umi Farida et al, 2024). The concept of performance means the
standard and amount of work completed by an employee while performing his
activities in line with the obligations assigned to him. (Dessler, 2024) discovered
that performance is work accomplishment, namely the comparing of work
outputs to specified criteria. Performance is the consequence of effort, in terms of
quality and quantity, obtained by someone in performing activities according to
the obligations assigned. Based on the understanding of the experts above, it can
be concluded that employee performance (work performance) is part of the
company's performance management which shows the A person's total level of
achievement throughout a certain time period, both quantitatively and
qualitatively. Performance is influenced by several elements, including ability,
assistance received, job done, and connections to the company.

Mangkunegara explained The features of people with outstanding results
include having high individual accountability, brave to face and endure any
hazards faced, having achievable objectives, having an extensive job plan to
realize those objectives, using tangible input in every job task carried out, and
continually searching for chances to realize the objectives that have been
planned. According to (Robbins & Judge, 2024) there are six variables to measure
individual employee performance :

1. Quantity refers to the quantity generated by means of units or activity

cycles.

2. Quality is determined by employee assessments of job quality and task

completion based on their abilities and expertise.

3. Independence, working to minimize the help of others is the Degree of
maturity from an individual who is going to be competent to perform their
work duties.

Initiative, with regard to independence, willingness to take responsibility

5. Adaptability, being able to adapt to other people, changing environments
and conditions

6. Cooperation, able to cooperate with others and able to handle overtime
tasks well

L

Career
Development

(X1}

H4

Motivation

@

Compensation

: ) Perfor;;ub
T\(Xl)

Figure 1. Conceptual Framework
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Hypothesis

e H1: Career development has a positive effect on work motivation

e H2: Compensation has a positive effect on work motivation

e H3: Motivation has a positive effect on performance

e H4: Career development has a positive effect on performance

e Hb5: Compensation has a positive effect on performance

e H6: Career development has a positive effect on performance through work

motivation

e H7 : Compensation has a positive effect on performance through work
motivation

METHODOLOGY

The quantitative paradigm was chosen because it focuses on hypothesis
testing through numerical data collection and statistical analysis. This study aims
to evaluate the causal relation among the independent variables (career
development and compensation), the mediating variable (motivation), and the
dependent variable (performance). Thus, the quantitative paradigm helps
describe the relationship between variables objectively. causality study with a
cross-sectional approach, data is collected at one time to test the relationship
between variables. This research was conducted in the field using the
questionnaire as the main tool for data collection. The researcher did not
intervene in the research subject, so the nature of this research is non-
experimental. Independent variables: career development (x1) and
compensation (x2). mediating variable: motivation (z). dependent variable:
performance (y). The population of this study were all Venture Capital Officers
(VCO) at PT PNM Ventura Capital. Purposive sampling technique with criteria:

1. Working period above 3 months.

2. Active in financing distribution and debtor management.

The amount of samples that met the criteria was 102 respondents. The
questionnaire is structured on a 5-point Likert scale to measure respondents'
attitudes or perceptions of variable indicators. The questionnaire will be
distributed over a period of three weeks with the help of HR staff in 15 PNM VC
Representative Offices. Data collection is done by distributing questionnaires in
4 sections:

1. Cover letter: explanation of the purpose and benefits of the research.

2. Filter question: ensuring the respondent meets the criteria.

3. Demographic profile: information on gender, age, education level, and

length of service.

4. Questionnaire items: statements that measure indicators of each variable
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Research conducted on 102 respondents with quantitative descriptive
methods. Data analysis was carried out using the SEM-PLS (partial least square)
method with the help of SmartPLS as a statistical analysis technique used to
examine the relationship between latent variables (constructs) that cannot be
measured directly but are represented by several indicators. SEM allows the
analysis of complex relationships, including direct as well as indirect
relationships, between variables in one model.

Table 2. Research Object

No. | Characteristics Criteria Total
Male 74 72,55%
1 | Gender Female 281 27,45%
Total 102 100,00%
High
School
Equivalent 1 0,98 %
. D1 1 0,98 %
2 | Education Level D3 16 15,69%
S1 81 7941%
S2 3 2,94 %
Total 102 | 100,00%
<1 year 32 31,37%
1 -3 years 28| 27,45%
Length of 4-6 zears 26 2549%
3 | Service at PNM o
Venture Capital 7- 10 years 7 6,86%
> 10 years 9 8,82%
Total 102 100,00%
21-30
years 27| 26,47%
31 -40
4 Age years 53| 51,96%
41 - 50
years 22| 21,57%
Total 102 100,00%
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Convergent Validity

Table 3. Outer Loadin

Stage 1

Performance

Compensation

Motivation

Career
Development

x1.1

0,491

x1.10

0,780

Performance

Stage 2

Compensation

Motivation

Career
Development

0,794

x1.11

0,868

0,879

x1.12

0,844

0,846

x1.2

0,707

0,816

x1.3

0,712

0,709

x1.4

0,729

0,723

x1.5

0,711

0,719

x1.6

0,778

x1.7

0,594

x1.8

0,712

0,776

0,714

x1.9

0,819

0,824

x2.1

0,869

0,867

x2.10

0,880

0,879

x2.2

0,875

0,872

x2.3

0,881

0,878

x2.4

0,902

0,899

x2.5

0,929

0,927

x2.6

0,885

0,886

x2.7

0,920

0,921

x2.8

0,850

0,854

x2.9

0,844

0,847

yl

0,713

0,710

y10

0,838

0,844

yll

0,859

0,851

y12

0,817

y2

0,647

y3

0,796

0,823

0,799

v4

0,836

0,840

y5

0,794

0,810

y6

0,853

0,856

y7

0,894

0,895

y8

0,849

0,852

y9

0,861

0,864

z1

0,795

0,804

z10

0,878

0,884

z11

0,855

0,856

712

0,815

0,804

713

0,859

z14

0,574

z2

0,883

0,854

0,898

z3

0,810

0,823

z4

0,869

0,882

z5

0,782

0,794

z6

0,859

z7

0,584

z8

0,752

0,862

0,762

z9

0,908

0,911
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High outer loading indicates that the indicator is significantly able to
explain the latent variable construct. In the stage 1 table there are still some values
below 0.7 so it is necessary to calculate the second stage to eliminate the indicators
considered invalid. After removing invalid indicators, the remaining indicators
are significantly able to explain the latent variable constructs.

Discriminat Validity
Table 4. Fornell-Larcker Criterion
Performance | Compensation | Motivation D CaiEse

evelopment

Performance 0,832

Compensation 0,607 0,883

Motivation 0,893 0,724 0,846

Career Development 0,594 0,787 0,688 0,771

For example, the square root of the motivation construct of V0.846 = 0.919 is
greater than the correlation value with other constructs, as well as the square root
of the career development construct of V0.771 = 0.878 is greater than the correlation
value with other constructs.

Table 5. Cross Loading

Performance | Compensation | Motivation s
Development
x1.10 0,562 0,527 0,616 0,794
x1.11 0,596 0,756 0,662 0,879
x1.12 0,496 0,768 0,583 0,846
x1.2 0,530 0,585 0,558 0,695
x1.3 0,361 0,510 0,388 0,709
x1.4 0,390 0,625 0,448 0,723
x1.5 0,340 0,498 0,428 0,719
x1.6 0,418 0,482 0,550 0,776
x1.8 0,305 0,476 0,398 0,714
x1.9 0,444 0,760 0,542 0,824
x2.1 0,427 0,867 0,514 0,733
x2.10 0,502 0,879 0,583 0,697
x2.2 0,366 0,872 0,511 0,734
x2.3 0,405 0,878 0,523 0,652
x2.4 0,380 0,899 0,539 0,684
x2.5 0,470 0,927 0,583 0,696
x2.6 0,595 0,886 0,661 0,702
x2.7 0,599 0,921 0,683 0,689
x2.8 0,721 0,854 0,787 0,635
x2.9 0,659 0,847 0,800 0,733
yl 0,710 0,400 0,722 0,393
y10 0,844 0,533 0,726 0,588
y11 0,851 0,578 0,834 0,582
y12 0,823 0,431 0,691 0,416
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y3 0,799 0411 0,693 0,347
y4 0,840 0,423 0,716 0,375
y5 0,810 0,402 0,656 0,382
y6 0,856 0,570 0,788 0,530
y7 0,895 0,595 0,778 0,582
y8 0,852 0,576 0,769 0,607
y9 0,864 0,591 0,767 0,588
z1 0,724 0,554 0,804 0,567
z10 0,794 0,675 0,884 0,612
z11 0,766 0,645 0,856 0,595
z12 0,703 0,700 0,804 0,550
z13 0,763 0,677 0,854 0,618
z2 0,799 0,610 0,898 0,552
z3 0,681 0,582 0,823 0,585
z4 0,789 0,587 0,882 0,566
z5 0,768 0,500 0,794 0,454
z6 0,774 0,557 0,862 0,616
z8 0,677 0,477 0,762 0,570
z9 0,809 0,744 0,911 0,681

Loading of indicators on their own constructs is higher than loading on
other constructs. For example, the loading of the career development variable
on indicator x1.10 (0.794) is higher than the loading on other constructs,
indicating good discriminant validity.

Construct Reliability and Validity
Table 6. Construct Reliability and Validity

Cronbach's tho A Composite | Average Variance
Alpha B Reliability Extracted (AVE)
Performance 0,955 0,957 0,961 0,693
Compensation 0,969 0,979 0,973 0,781
Motivation 0,963 0,965 0,968 0,715
Career 0923 | 0,934 0,936 0,594
Development

All constructs are above the minimum value, for example the performance
construct has a Cronbach's alpha of 0.955 > 0.7, indicating high internal
consistency. Composite reliability (CR) for the motivation construct is 0.968 > 0.7,
indicating excellent reliability. The AVE of the career development construct is
0.594 meeting the minimum criteria above 0.5.

R-Square

Table 7. R Square
R Square | R Square Adjusted
Performance 0,800 0,794
Motivation 0,561 0,552
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The R? for the performance construct is 0.800, indicating that 80% of the
variance in performance is explained by the exogenous variables and shows
substantial predictive power. The R2 for the motivation construct is 0.561,
indicating that 56.1% of the variance in motivation is explained by the
exogenous variables and shows moderate predictive power.

F-Square
Table 8. F Square
Performance | Compensation | Motivation D CaiEse
evelopment

Performance

Compensation 0,013 0,199

Motivation 1,985

Career Development 0,000 0,084

The effect of compensation on motivation has an F? of 0.199 which
indicates a moderate effect. While the effect of career development on
performance has an F? of 0.012 which shows a small effect. While the effect of
compensation and career development on performance has no effect at all
because it is <0.02.

Q-Square
Table 9. Q Square
SSO SSE | Q? (=1-SSE/SSO)
Performance 1122,000 | 436,434 0,611
Compensation 1020,000 | 279,475 0,726
Motivation 1224,000 | 430,912 0,648
Career Development | 1020,000 | 532,838 0,478

All Q? values for all constructs are above 0, indicating the model is able to show

good predictive relevance.

Hypothesis Test
Table 10. Test Results
Cs);ﬁ;nlzl Sainsle [S)z/r;:’?ilc;cril sl aiiteisles P Values
©O) Mean (M) (STDEV) (|O/STDEV |)

Compensation -> Performance -0,091 -0,098 0,108 0,836 0,405
Compensation -> Motivation 0,480 0,476 0,145 3,298 0,001
Motivation -> Performance 0,950 0,953 0,076 12,543 0,000
Career Development -> 0,012 0,021 0,119 0,102 0,919
Performance
Career Development -> 0,311 0,328 0,120 2,581 0,011
Motivation
Compensation -> Motivation - 0,456 0,455 0,149 3,052 0,003
> Performance
Career Development -> 0,295 0,313 0,119 2,476 0,015
Motivation -> Performance
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DISCUSSION
The Effect of Career Development on Work Motivation

The p-value of 0.011 <0.05 has a significant impact and the coefficient
(original sample) is positive at 0.311, indicating that career development affects
motivation by 31.1%. Career development has a positive and significant effect
on work motivation / H1 is accepted. Career development provides a sense of
reward for employees, such as opportunities for promotion, training, and
competency development. When employees feel their careers are developing,
they tend to be more motivated to work hard to achieve personal and
organizational goals.
The Effect of Compensation on Work Motivation

The p-value of 0.001 <0.05 has a significant impact and the coefficient
(original sample) is positive at 0.480, indicating that compensation affects
motivation by 48%. Compensation has a positive and significant effect on work
motivation / H2 accepted. Compensation (salary, bonus, benefits) directly
increases work motivation because employees feel their efforts are financially
rewarded. Maslow's needs theory also supports, where compensation fulfills
basic needs such as financial security.
Effect of Motivation on Performance

The p-value of 0.000 <0.05 has a significant impact and the coefficient
(original sample) is positive at 0.950, indicating that motivation affects
performance by 95%. Motivation has a positive and significant effect on
performance / H3 is accepted. High motivation encourages employees to work
more effectively and efficiently, trying to achieve the targets that have been set.
Motivated employees are more engaged in work producing higher quality and
more productive output.
The Effect of Career Development on Performance

The p-value of 0.919> 0.05 states that there is no significant relationship.
Career development does not have a positive and significant effect on
performance / H4 is rejected. Career development may take time to have a
direct impact on performance. Some career development programs are not
relevant or have not been optimally implemented to improve direct
performance.
Effect of Compensation on Performance

The p-value of 0.405> 0.05 states that there is no significant relationship.
Compensation does not have a positive and significant effect on performance /
H5 is rejected. Compensation does not directly affect performance, but rather
affects motivation first. Employee performance can be influenced by other
factors such as work environment, organizational culture, or individual abilities
that are not fully influenced by compensation.
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The Effect of Career Development on Performance Through Work
Motivation

The p-value of 0.015 <0.05 has a significant impact and the coefficient
(original sample) is positive at 0.295, indicating that career development affects
performance through motivation by 29.5%. Career development has a positive
and significant effect on performance through work motivation / H6 is
accepted. Motivation acts as a mediator explaining how career development
affects performance. When employees feel their career development is taken
care of, they are more motivated to perform better, which ultimately improves
performance.
The Effect of Compensation on Performance Through Work Motivation

The p-value of 0.003 <0.05 has a significant impact and the coefficient
(original sample) is positive at 0.456, indicating that compensation affects
performance through motivation by 45.6%. Compensation has a positive and
significant effect on performance through work motivation / H7 is accepted.
Compensation affects performance through increased motivation.
Compensation provides incentives that motivate employees to perform better,
which then has a positive impact on their performance.

CONCLUSIONS
Career Development Has a Positive and Significant Effect on Work Motivation
/ H1 Accepted

Venture Capital Officers (VCOs) feel that the organization provides clear
training programs, promotions, or development paths so they are more
motivated. Employees have more confidence and loyalty because they feel
valued and have future prospects within the company.

Compensation Has a Positive and Significant Effect on Work Motivation / H2
Accepted

The compensation provided meets employee expectations, such as
competitive salaries, bonuses, and benefits relevant to the workload. This
compensation creates a sense of financial security and increases work motivation.
Motivation Has a Positive and Significant Effect on Performance / H3 is
Accepted.

Motivation was the main driving factor, with most VCOs feeling
motivated by personal rewards, clear work targets, and good relationships with
their team or superiors. This motivation is more influenced by intrinsic drives
(such as a sense of responsibility to clients and the organization) rather than
external factors.

Career Development Has No Positive and Significant Effect on Performance /
H4

The relationship between career development and performance is less
than optimal, which is why career development does not always result in a direct
impact on performance because it focuses on the long term, while performance
is often measured based on short-term results. Some employees may feel that the
benefits of career development are more symbolic than practical for their daily
work.
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Compensation Has No Positive and Significant Effect on Performance / H5
Rejected

Indirect compensation drives performance where employees perceive
compensation as a "basic entitlement" rather than an "additional motivator" as
there may be an expectation that salary or bonus is an organizational obligation
rather than a special reward. The impact of compensation on performance is
hampered by other factors, such as lack of time to implement training or high
workloads.
Career Development Has a Positive and Significant Effect on Performance
through Work Motivation/ H6 Accepted

Career development provides opportunities for employees to learn, grow,
and get better prospects in the future. With this career development employees
feel cared for and valued by the organization, which increases their motivation.
Increased motivation encourages employees to work harder, more focused, and
more committed, resulting in better performance. Venture Capital Officers
(VCOs) who received marketing management training felt more confident in
dealing with clients and convincing potential customers. With increased
motivation, they were more proactive in achieving the performance targets set
by the company.
Compensation Has a Positive and Significant Effect on Performance through
Work Motivation / H7 Accepted

Compensation (salary, bonuses, benefits) provides financial security and
appreciation to employees. Compensation that is perceived as fair and adequate,
makes employees more motivated to give the best results in their work. This
motivation increases productivity, dedication and work output, which in turn
leads to improved performance. VCOs who receive performance-based bonuses
teel motivated to achieve targets because they know that additional effort will be
rewarded. This motivation makes them more disciplined in analyzing prospects
and more proactive in seeking new customer opportunities

RECOMMENDATIONS

The lowest indicator of career development is found in x1.11 (4.03) with
the statement "The company ensures that every employee is satisfied with the
career development opportunities offered". To improve this, it is necessary to
provide a structured career development program, listen to employee aspirations
and needs, provide flexibility in career development, conduct periodic
evaluations and feedback.

The lowest indicator of compensation is found in x2.2 (3.87) with the
statement "I feel that the salary and benefits received are equivalent to other
companies in this sector". it is necessary to evaluate salaries and benefits on a
regular Dbasis, transparent communication about the reasons for the
compensation package, provide non-material rewards

The lowest indicator of motivation is found in z14 (4.06) with the
statement "I feel that the deadlines given are quite realistic and achievable". One
solution that can be taken is to involve employees in the deadline setting process,
provide time management and productivity training, provide mental and
physical support.
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The lowest indicator of performance is found in y2 (4.09) with the
statement "The company recognizes my contribution to the quantity of work I
complete". To improve this, it is necessary to create an open and supportive work
environment, increase transparency in the assessment process, hold regular team
meetings or feedback.

FURTHER STUDY
1. Expand the Research Context
The research was only conducted on Venture Capital Officers (VCOs) at
the PNM Ventura Capital Representative Office, so the results of this study may
not be generalizable to other organizations in the financial sector or other venture
companies that have different characteristics.
2. Use other data collection methods
The research data was obtained through a questionnaire that relied on the
subjective assessment of respondents. This can lead to perception bias, such as
the tendency to give answers that are considered positive or in line with
expectations.
3. Expand the Scope of Variables
This study only includes the variables of career development,
compensation, work motivation, and performance. Other variables that may
affect performance, such as organizational culture, leadership, or external factors
(e.g. economic conditions), were not analyzed further.
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