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ABSTRACT. 
This research aims to determine the 

influence of career development on the 

motivation of employee work in the area 

secretariat of the Mentawai Islands Regency, the 
influence of career development on the 

performance of employees in the scope of 

regional secretariat Mentawai Islands District, 

the effect of working motivation on the 
performance of employees in the area secretariat 

of the Mentawai Islands Regency, the influence of 

career development on employee performance 
through work motivation as intervening variable. 

The samples in this study were all employees at 

the regional secretariat of the Mentawai Islands 

Regency as much as 107 people. Metodel 
Analysis of this research uses Path analysis. 

The results of the study showed that the 

career development was positive and significant 
to the work motivation of the officials of the 

Mentawai Islands District secretariat with a line 

coefficient of 0.638. The better career 
development in an organization is proven to 

increase the motivation of employee work. 

Career development was positive and significant 

to the employees ' performance of the Mentawai 
Islands District secretariat with a line coefficient 

of 0.576. The better the development of 

Karirofficers in the District Secretariat of 
Mentawai Islands proved to increase employee 

performance. Work motivation is positive and 

significant to the employees ' performance of the 

Mentawai Islands District secretariat with a line 
coefficient of 0.316. The higher employee 

motivation work proved to improve employee 

performance. There is no influence on career 

development towards the officers performance of 
the regional secretariat of Mentawai Islands 

Regency through work motivation as a 

intervening variable. 
Keywords: performance, work motivation, 

career development 

 

BACKGROUND  
The performance of an employee is an 

individual, because every employee has a 

different level of ability to do their job. 
Management can measure employees for their 

performance based on their respective employees 

' performances. Performance is an action, not an 

incident. The performance action itself consists 
of many components and is not an outcome that 

can be seen at the moment. Basically, 

performance is an individual thing, because every 
employee has a different level of ability to do 

their job. Performance depends on the 

combination of capability, effort, and opportunity 
gained. This means that performance is the result 

of employees working in the work for specific 

periodewaktu and emphasis on the work 

completed by the employee within a certain 
period of time. (Hersona etc, 2017). 

Based on that, the free variable is career 

development, and work motivation. Career 
development is one of the factors that employees 

concern. When career development in the 

organization is well-planned and fair to all 

existing officers, it will encourage employees to 
pour all of their ability to produce good 

performance for the organization because of the 
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attention and fairness that the leadership has 

given to them. In contrast, the development of 

career in the organization is not well planned and 
the unfair treatment of the leadership, because the 

leadership of favoring to certain employees, this 

will impact on the performance of employees, 
they will be apathy and have no motivation in 

working, undisciplined and ultimately the work 

they do random, automatic work will be bad, and 

this is bad for achieving organizational 

objectives. Mawarni's research findings, 
Iskandarsyah Madjid, (2012) proved that career 

development was a significant impact on 

employee performance. 
The development of Karrir is shown in the 

following Table 1.1.  

 

 

Tabel 1. Structural composition of gender department 

Structural Department 
Gender Amount 

(People) 
% 

Male Women 

Eselon II.b 5 1 6 5,6 

Eselon III.a 6 1 7 6,5 

Eselon IV.a 17 14 31 29,0 

Functional General/Staff 40 23 63 58,9 

Amount 68 39 107 100 

Source: Setda Regency of Mentawai Islands, 2018 

 

In addition to career development, work 

motivation also has a role in improving employee 
performance. The motivation of work is a 

potential force within a human being, which can 

be developed alone or expanded by a number of 
outside forces that essentially revolve around 

monetary rewards and non-monetary rewards that 

can affect the results of their performance 

positively or negatively. It is where it depends on 
the situation and the conditions facing the person 

concerned (Winardi, 2009). The leadership role 

in providing motivation to employees is crucial. 
It is interpreted that in motivating employees 

leaders should understand the range of employee 

needs. Providing the right motivation to suit the 

needs of employees will provide opportunities for 

the organization to support the achievement of 
organizational objectives. The motivation of 

work that a person has will be more effective 

when the urge to do the work grows from within 
the individual. Extrinsic and Instrinsik 

motivation, both of which have a critical role in 

supporting performance enhancement. The 

results of the study of Ida Ayu Brahmasari & 
Agus Suprayetno (2008) proved that the 

motivation of work has significant positive 

impact on performance. Not yet the achievement 
of employee work targets can also be seen from 

attendance data and absence of employees as 

stated in Table 2.. 

Table 2 Data Attendance and absence officer of the Mentawai Islands District Secretariat  

January – March 2019 

No Months 
% 

Presence 

% 

Absence 

Noted present but not found in 

the moment of need 

1 January 90 10 30% 

2 February 85 15 35% 

3 March 80 20 40% 
Source: Setda Regency of Mentawai Islands, 2018 

 

From table 2 above, the percentage of 
employee attendance of the Mentawai Islands 

District secretariat is still not optimal. Many of 

these officers were listed, but when needed they 
were not available. This will affect the 

performance they produce from your time-to-be. 

Therefore, the employee discipline of the 
Mentawai Islands District Secretariat still needs 

to be improved.  The phenomenon of the 

Mentawai Islands District Secretariat is still an 
employee who often complains of their working 

hours to increase but does not count overtime. 

This is a show that employees have no sense of 
high loyalty to the organization. Furthermore, 

there are still employees who think they work 

only to get what is their personal goal without 
thinking about the objectives of the Organization. 
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From this phenomenon can be concluded while 

employees work motivation is still low. 

LIBRARY OVERVIEW  
Mangkunegara (2016) also interpreted the 

performance is the result of quality work and 

quantity achieved by an officer in carrying out 
his duties in accordance with the responsibilities 

given to him. Meanwhile, according to Rivai 

(2005) That performance is a real behavior that is 

shown by everyone as a performance produced 
by employees in accordance with his role in the 

company. Employee performance is crucial in the 

company's effort to achieve its objectives.  
Career development (career planning) 

includes career planning, and career 

management. Understanding career development 
in an organization requires a test of two 

processes, namely: 1) How individuals plan and 

implement their own career objectives (career 

planning); 2) How the organization designs and 
implements their career development 

programmes (career management). 

Another significant opinion with career 
development theory above mentions that career 

development essentially includes two main 

processes, namely career planning and career 

management (Irianto, 2001). Career planning is 
focused on individuals/employees, while career 

management is focused on the organization. The 

motivation of work is defined as the inner state of 

the individual encouraging the individual's desire 

to perform certain activities in order to achieve 

goals. The motivation that exists in a person will 
be manifested in a behaviour directed towards 

achieving the goal of fulfillment (Handoko, 

2010). The motivation of work according to 
Rivai (2005) is a person's attitude towards his 

work that leads to job satisfaction. Factors such 

as delayed salary, delayed career coaching, and 

others make a less positive perception of 
employees to the company so as to work with 

motivation that is owned by declining employees. 

CONCEPTUAL FRAMEWORK 
Career development will determine the 

motivation of work, which means better career 

development received by employees certainly 
increase the motivation of employee work. 

Career development is also a determining factor 

of performance, meaning that if the employee 

receives a good career development will certainly 
improve the employee's performance.  

Furthermore, work motivation is a intervening 

variable between career development and 
employee performance. This means that the 

better career development of employees will 

certainly increase the motivation of employee 

work so that in turn will increase employee 
performance. For more details the third 

relationship of these variables can be seen in the 

following figure 1: 
 

 

 
 

 

 

Gambar 2.1  

 

Conceptual framework Research 

 
H1 :  Career development has positive and 

significant impact on employee work 

motivation at the Mentawai Islands 
secretariat. 

H2  :  Career development has positive and 

significant impact on employee 

performance at the Mentawai Islands 
secretariat. 

H3  :  Work motivation is positive and significant 

to the employee's performance at the 
Mentawai Islands District Secretariat 

H4 :  Career development significantly 

affects employees ' performance of the 

Mentawai Islands secretariat through 

work motivation as a Intervening 

variable 
RESEARCH METHODS 

The population or the object of this research 

is an employee at the regional secretariat of the 
Mentawai Islands Regency amounting to 107 

people. The entire population was used as a 

sample of research and as a respondent where the 

study was conducted in 2019. Analyzing data 
Using path analysis.   

Path analysis is a test used to analyse 

relationship patterns between variables. Path 
analysis is the use of a regression analysis to 

assess the relationship between variables (causal 

models) that are predetermined by theory. 

Career development 

(X) 

Motivation work  

(I) 

 

 

 

Employee 

performance (Y) 
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According to Imam Ghozali, (2016), line analysis 

aims to explain the direct and indirect 

consequences of a set of variables. As a cause 
variable against a set of other variables that are 

variable consequences. Track analysis is an 

extension of regression analysis. In regression 
analysis attempts to study relationships between 

variables never mind why the relationship exists 

or not. 

RESULTS AND DISCUSSION 

Results 

Implementation of research activities using 

pathway analysis.  This is shown in the 
hypothesis test 

First hypothesis test 
To analyse the influence of career development 
variables (X) Towards work motivation (I) are 

presented in the following table 3: 

 

Tabel 3. Influence of workplace motivation development 

Variabel yang berpengaruh Standardized coefficients Sig 

Pengembangan karir (X1) 0,638 0,00 

        Source: Data Processing

From table 3 can be done partially test, 

influence of career development (X1) to work 

motivation (I). The results of a career 

development influence (X1) against the work 
motivation variable (I) obtained the value of PIx1 

= 0.638 with a significant level level 0,000 < 

0.05. The analysis showed that there was a 

significant influence on career development of 

employees ' work motivation from the Mentawai 

Islands District secretariat. The substructure 1 
results can be shown in Figure 2 below: 

 

 

 

 

Gambar 2 

Substructure 1. 

 

Results of career development influence on 
motivation work. The results of the first 

hypothesis testing summary can be shown in 
Table 4. 

 

Table 4 Summary of first and second hypothesis testing results 

Hypothesis Statement Results 

H1 
Career development is significant to the motivation of work 
at the officers of regional secretariat of Mentawai Islands 

regency. 

Accepted  

           Source: Data Processing 

 

UJI HIPOTESIS KEDUA DAN KETIGA 

To analyse the impact of career development 
(X) and work motivation (I) on employee 

performance (Y) presented in table 5 the 

following:  

1. Effect of career development (X1) on 
employee performance (Y) 

Analysis results showed that the level of sig. 

0,000 < 0.05. This can be interpreted as a 
significant influence between career 

development on the performance of 

employees in the District secretariat of the 
Mentawai Islands regency. 

2. Effect of work motivation (I) on employee 

performance (Y) 

The results of the analysis show that the level of 
Sig. 0.000 < 0.05. This can be interpreted as a 

significant influence between working motivation 

to employee performance at the Mentawai 
Islands District secretariat.  

 

 

 

 

 

Career development 

(X) 

0,638

5 Motivation work  

(I) 
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Table 5 influence career development and work motivation on performance 

 

Variabel yang berpengaruh Standardized coefficients Sig 

Pengembangan Karir (X1) 

Motivasi kerja (I) 

0,576 

0,316 

0,000 

0,000 

             

The result of Substructures 2 can be shown in Figure 3: 

 

 

 

 

 

 

 

 

 

Figure 3  

Substructures 2. 

Results of the influence of career development and work motivation for performance 
 

The results of the second and third hypothesis testing summaries can be shown in table 6 below. 

  

Table 6 Summary of second and third hypothesis testing results 

Hypothesis Statement Results  

H2 
Career development is significant to the performance of 

officials of the Mentawai Islands District Secretariat. 
Accepted  

H3 
Work motivation is significant to the performance of 
officials of the Mentawai Islands District Secretariat. 

Accepted 

 

COEFFICIENT OF DETERMINATION  

Coefficient of determination is symbolized 
by a meaningful R

2
 as a donation of influences 

given a free variable or independent variable (X) 

to a bound variable or dependent variable (Y) 

The calculation result of coefficient of 

determination for substructure 1 and 2 equations 
can be shown in Table 7 below: 

 

 

Table 7 calculation result of coefficient of determination 

Equation Variable relationships R Square 

Substructure 1 Career Development of work motivation 0,407 

Substructure 2 
Career development and work motivation to 

employee performance 
0,664 

 

1. Based on table 7 can be calculated total R2 

values as follows:  
Untuk persamaan substruktur 1 :  

2

1 R1P   

407,01P 1   

593,0P 1   

77,0P 1   

2. For substructure equations 2:  

2

2 R1P   

664,01P 2   

336,0P 2   

58,0P 2   

3. Total R
2
 : 

= 1 -  (0,77 x 0,58) = 1 - 0,4464  

= 0,5536 

Career development  
(X1) 

  

Performance 

(Y) 

0,576 

0,316 

 

Motivation work 

 (I) 
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From the above results obtained a total 

coefficient of determination of 0.5536. This 

means that 55.36% of employee performance can 
be explained by career development variables 

and work motivation, while the remaining 

44.64% are described by other variables not 
examined in this study. 

PATH ANALYSIS 

Intervening is a variable between which 

radiate endogenous variable relationships with 
exogenous variables. The research Model provides 

an indirect influence of career development on 

employee performance through work motivation. 
Intervening is conducted using pathway analysis to 

test the influence of career development on the 

performance of officers in the Mentawai Islands 
secretariat through work motivation as a 

intervening variable. To determine the influence of 

an exogenous variable into endogenous variables 

either directly or indirectly can be seen as follows: 
Indirect effect of variable X to Y 

Y  X1  Y (ρ yx)(ρ yx) 

= (0,576) x (0,576) = 0,332 = 33,2% 

Indirect influence from X to Y through I  

Y XΩ I Y (ρ yx1)(ρ Ix)(ρ yI) 

= (0,576) x (0,638) x (0,316) = 0,116 = 

11,6% 

Based on the calculations above, it is 

obtained that the direct influence of career 

development to the employee's performance is 

0.332 (33.2%), while the indirect influence of 
career development variables on employee 

performance through work motivation of 0.116 

(11.6%). It can be concluded that there is no 
influence of career development on employee 

performance through work motivation as a 

intervening variable as the value of the efficiency 
is less than the direct effect (0.116 < 0.332). 

Based on the analysis of the path, it can be 

obtained summary of the fourth hypothesis test 

results as follows: 

 

Table 8. Summary of the fourth hypothesis test results 

Hypothesis Statement Results  

H4 

Career development affects the employees ' performance of 

the Mentawai Islands District Secretariat through work 

motivation as a intervening variable. 

Rejected 

 
Furthermore, the structure of the results of this research can be redescribed as follows: 

    

 
 

      

 
 

 

   

Pictures 4  

Path Analysis Model 

 

RESEARCH RESULTS 

1. The influence of career development on the 

motivation of employment of Mentawai 

Islands District Secretariat 
Based on testing the results of the research is 

known that the career development was 

positive and significant to the employee 
motivation of the Mentawai Islands District 

secretariat. This means high low motivation 

work influenced by career development. The 

better a form of career development will be 
the higher motivation level of employee work 

in carrying out its task in the scope of the 
Mentawai Islands District secretariat. 

It is thus known that career development is 

another variable that can influence the 
motivation of employee work positively. That 

is, when employees get the opportunity to 

develop their career in an institution, it will 
certainly encourage the officer to be more 

diligent and active in carrying out the task. 

Thereby, it can be said that the better career 

development will certainly increase employee 
work Motibasi. 

Career 

Development (X) 

Employee 

Performance (Y) 

Motivation Work 

(I) 

0,636 0,316 

0,576 

0,664 0,407 
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2. Career development influence on the 

performance of officials of the Mentawai 

Islands District Secretariat 
  This study found that career development 

was positive and significant to the 

employees' performance at the Mentawai 
Islands secretariat. This means that the low 

performance of employees in carrying out the 

task will be influenced by the development of 

the employee's career.  
 If the employee experienced a satisfactory 

career development will certainly affect the 

performance improvement of the employees 
concerned. It is thus known that the 

employee's high performance was influenced 

by the development of the career positively 
as the career development was a process by 

which employees could identify and take 

steps to reach the goals of his career. This 

means that when employees have the 
opportunity to continue their education and 

training, given the opportunity to learn to 

master the new job if it is released and get an 
opportunity to promotion of the Office will 

certainly improve the performance of 

employees.  

3. Effect of working motivation on the 

performance of officials of the Mentawai 

Islands District Secretariat  

Based on the data analysis that has been 
collected is known that the motivation of 

work is significant to the performance of 

employees in the Mentawai Islands District 
secretariat. This means low employee 

performance is influenced by work 

motivation. The higher the motivation of 

work owned by employees will certainly 
decrease employee performance.  

It is thus known that employee performance 

is also influenced by the motivation of work 
because work motivation is a driving force 

that leads to an officer willing and willing to 

exert skills in the form of skills or skills, 
energy and time to organize various 

activities that are responsible and fulfill their 

obligations in order to achieve objectives 

and various organizational objectives.  
A person's motivation does a job because of 

the need for life to be fulfilled. This need 

can be an economical need to earn money, 
while the needs of non-economical can be 

interpreted as the need to obtain awards and 

wishes more advanced. With all these needs, 

a person is required to be more active in 
working, to accomplish this necessary 

motivation in doing the job, because it can 

encourage a person to work and always want 

to continue his business. 

4.  Effect of career development on employee 

performance with work motivation as 

Intervening variable  
Based on the results of the fourth hypothesis 

test it is known that there is no career 

development influence on employees ' 

performance through work motivation as 
intervening variables in the scope of the 

Mentawai Islands District secretariat. This 

means that the low level of employee 
performance is not influenced by career 

development through job motivation. The 

higher level of career development 
perceived by employees and supported by 

high motivation work will not improve 

employee performance. 

CONCLUSION 
1. Career development has positive and 

significant impact on employees ' work 

motivation with line coefficient of 0.638. The 
better career development in an organization 

is proven to improve employee work 

motivation 

2. Career development has a positive and 
significant impact on employee performance 

with a line coefficient of 0.576. The better the 

development of the officials in the Mentawai 
Islands District Secretariat proved to improve 

employee performance. 

3. Work motivation is positive and significant to 
the employee performance of the Mentawai 

Islands secretariat with a line coefficient of 

0.316. The higher the motivation of employee 

work proved to improve employee 
performance. 

4. There is no influence on career development 

towards the employee performance of the 
Mentawai Islands secretariat through work 

motivation as a variable intervening. 
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