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ABSTRACT

This study investigates the impact of career and salary development on employee
motivation and job satisfaction at Cooperativa Café Timor (CCT) in Dili, Timor-Leste.
The sample included CCT employees. Using hypothesis testing through the SPSS
program, the results indicated that the direct relationship between career development and
job satisfaction had a higher coefficient value than the indirect relationship, which
involved the interaction of career development and employee motivation, as well as the
standardized salary coefficient. This suggests that career development directly influences
job satisfaction, while employee motivation does not act as a mediating variable in this
relationship. Furthermore, employee motivation does mediate the influence of salary on
job satisfaction. As an finding, the employee motivation is not an intervening variable in
the relationship between career development and job satisfaction, but it does play a role

in the relationship between salary and job satisfaction.
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INTRODUCTION

Career development is a structured approach to managing
personal and professional growth over one's career. According to
Fubrin J. Andrew (2005), it involves activities that help
employees plan their future careers, allowing both the individual
and the organization to maximize their potential. Veithzal Rivai
(2009) emphasizes that one of the most significant pathways for
career development is through promotions moving employees
into roles that come with increased responsibility and authority.
The following are important reasons that show how the role of
career development and salary can motivate employees/staff in
increasing job satisfaction in the company. First, career
development. Fubrin J. Andrew (2005: 77-78), suggests that
career development is an employment activity that helps
employees plan their future careers in the company so that the
company and the employees concerned can develop themselves
to the maximum. Veithzal Rivai (2009: 286). One way to develop
employee careers is through promotions, namely transfers that
increase the authority and responsibility of employees/staff to
positions. Salary is a gift to employees/staff with financial
payments as remuneration for the work carried out and as a
motivator for the implementation of activities in the future. The
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reward study Berkowitz and colleagues concluded that the
perceived value of one's work and honorarium rewards over self
of someone are important predictors of Berkowitz's salary
satisfaction. If the level of reward is perceived as unfair, job
holders will experience dissatisfaction and seek ways to seek
greater rewards (Gibson, 1992). The explanations above have
shown how the importance of career development and salary
factors affect employee/staff motivation in increasing job
satisfaction. Both theoretically and empirically show that there is
a close relationship between career planning and salary on
employee/staff motivation in increasing job satisfaction. The
implication is that if career development policies and salary
policies are not considered, employee dissatisfaction with careers
and salaries will appear so that it can affect the motivation of
employees/staff in the company in increasing job satisfaction.
The company should pay close attention to these factors so that
it can encourage high job satisfaction of employees/staff at the
company. These logical reasons become a strong basis for
researchers to examine the relationship between career
development and salary on employee/staff motivation in
increasing employee job satisfaction that occurs in the company.
Veithzal (2009: 286), states "career planning and career
development are critical tools where management can increase
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productivity, improve employee attitudes towards work and
increase employee satisfaction and higher employee loyalty".
Career development is openness and clarity of career paths as
well as opportunities to occupy certain positions in the company.
(Adapted from Gibson, 1992). (1). Career development
opportunities: Opportunities provided by the company to
develop the careers of employees/staff while working at the
company, as well as clarity on career advancement in the future
(2). Capacity building of employees/staff: Efforts given by the
company to improve the careers of employees/staff. (3). There
needs to be efforts from the company to improve the careers of
employees/staff.

Employees are satisfied with their salaries if the salary system in
the company considers the determination of salaries and not only
pays attention to the principle of Internally Equitable (fairness
within the company) which is based on the principle of fairness
but also must have a competitive value in the market (Externally
Equitable). Salary can be interpreted that someone will be
satisfied with his salary when the perception of salary and what
they get is as expected. Several studies identified aspects of
satisfaction that were found to be associated with an individual's
desire to leave the organization including satisfaction with wages
and promotions Lum et al., (1998); Tett & Meyer (1993).
Hellriegel & White, 1973; Koch & Steers, 1978; Kraut, 1975;
Mobley et. al., 1978). The salary which is expressed in the form
of money as a reward from the employer to the employee is
determined and paid according to a work agreement, agreement,
or statutory regulations, including allowances for workers and
their families for a job and/or service that has been or will be
performed.

Lum et al., (1999), salary satisfaction can be interpreted that a
person will be satisfied with his salary when the perception of
salary and what they get is as expected. Several studies identified
aspects of satisfaction that were found to be related to an
individual's desire to leave the organization including
satisfaction with wages and promotions. (Hellriegel & White,
1973; Koch & Steers, 1978; Kraut, 1975; Mobley et. al., 1978),
salary satisfaction can be interpreted as that a person will be
satisfied with his salary when the perception of salary and what
they get is as expected. Several studies identified aspects of
satisfaction that were found to be related to an individual's desire
to leave the organization including satisfaction with wages and
promotions. Salary is compensation received as remuneration
from the company to employees/staffs. (Adapted from Robbins,
1996 (1).

Motivation is derived from the Latin word "movere," meaning
"to push" or "to move." In the context of management,
motivation primarily pertains to human resources, particularly
subordinates. William J. Stanton defines motivation as "a motive
is a stimulated need that is oriented towards individual goals in
achieving satisfaction." Similarly, Mangkunegara (2001: 68)
states that motivation stems from an employee's attitude towards
their work environment. It is a condition that drives employees
to achieve organizational objectives.

Nawawi (2001: 351) further elaborates that motivation
fundamentally represents a motive, which signifies
encouragement, cause, or reason for an individual to engage in a
specific action. Essentially, motivation acts as a catalyst that
prompts individuals to perform activities consciously.
Sedarmayanti (2001: 66) interprets motivation as a driving force
that compels individuals to act, often influenced by the fear of
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negative consequences. For instance, the desire for a promotion
or a salary increase can motivate employees to engage in
behaviors that support those aspirations. This driving force can
include various factors, such as the pursuit of respect among
colleagues or a personal need for achievement.

Employee motivation is defined as the force that encourages
individuals to undertake specific actions or exhibit certain
behaviors (Armstrong, 1994, in Kurniawan, 2004). To measure
employee motivation, Dubrin (2000) identified several key
elements such as the drive to achieve accomplishments, the
desire for self-recognition, awareness and appreciation of the
work itself, quality of relationships with superiors and
colleagues, the alignment of salary with workload, assurance of
job security.

Job satisfaction is another crucial aspect influenced by
motivation. It reflects an individual's orientation towards their
work and the characteristics of their job. Job satisfaction is an
emotional state that can be either positive or negative, reflecting
how employees perceive their roles. It serves as a mirror of an
individual’s feelings towards their job, highlighting the
importance of motivation in fostering a fulfilling work
environment.

Motivation plays a pivotal role in the workplace, directly
impacting employee behavior, job satisfaction, and overall
organizational success. Understanding the various components
and factors that contribute to motivation can help managers
create a more productive and engaged workforce.

As for Robbins (2001), job satisfaction is defined as a general
attitude of an individual towards his work, the difference
between the amount of rewards received by a worker and the
amount they believe they should receive. An employee's
assessment of being satisfied or dissatisfied with his job is a
complex summation of a number of discrete (differentiated or
separate) job elements. Job satisfaction is determined by several
factors, namely mentally challenging work, supportive working
conditions, supportive co-workers, and the suitability of
personality with work. A person's perception may not be a
complete, concrete reflection of work, and each individual in the
same situation may have a different view. Job satisfaction is a
reflection of employee/staff feelings towards work and work
environment.

METHODS

The research instrument used to collect data in measuring
indicators is a structured questionnaire based on a Likert Scale
with answer options 1 to 5 (from very low to very high). This
questionnaire is in the form of questions that describe each
indicator, so that data is obtained which is then used for
hypothesis testing. The questionnaire must be valid and reliable.
Measurements for the two independent variables Career
Development and Salary on Employee/staff motivation, as an
intervening variable and one dependent variable on Job
Satisfaction, all use a Likert scale with five measurement scales.
Validity and Reliability The instrument (question list) used in
collecting data must meet two requirements, namely validity and
reliability.

RESEARCH RESULTS AND DISCUSSION

A. Result
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1. Reliability Test

To discover this test using the Cronbach Alpha value, if the
Cronbach Alpha value is 0.60, it is said that the questionnaire is
reliable or consistent (Nunnaly, in Imam Ghozali, 2005). Based
on the results of calculations with the help of the SPSS program,
the variables for career development, salary, employee/staff
motivation and job satisfaction are as shown in Table 1.

Table 1. Career Development Variable Validity Test

Kode Items r calculation  rtable  Description
Career Development 1 0,373 0,219 Valid
Career Development 2 0,859 0,219 Valid
Career Development 3 0,750 0,219 Valid

Source: Processed primary data, (2020)

Table 1 shows that all the list of questions with the value of r
calculated > r table product moment for degree of freedom (df)
=n-2 =80-2 =78 and = 0.05 obtained a value 0of 0.219, so it can
be concluded that all the list of questions given by respondents
regarding career development variables from the first indicator,
second indicator and third are fulfilling the validity requirements.

Table 2. Salary Variable Validity Test

Kode Items r calculation r table Description
Salary 1 0.741 0,219 Valid
Salary 2 0,722 0,219 Valid
Salary 3 0,718 0,219 Valid

Source: Processed primary data, (2020)

Table 2 shows that all the list of questions with the value of r
calculated r table product moment for degree of freedom (df) =
n-2 =802 = 78 and = 0.05 obtained a value of 0.219 so it can be
concluded that all the list of questions given by respondents
regarding salary variable from the first indicator to the third
indicator is to meet the validity requirements.

Table 3. Employee/Staff Motivation Variable Validity Test

Kode Items r calculation rtable  Description
Employee Motivation 1 0,783 0,219  Valid
Employee Motivation 2 0,665 0,219  Valid
Employee Motivation 3 0,673 0,219  Valid
Employee Motivation 4 0,571 0,219  Valid
Employee Motivation 5 0,812 0,219  Valid
Employee Motivation 6 0,654 0,219 Valid

Source: Processed primary data, (2020)

Table 3 shows that all the list of questions with the value of r
calculated r table product moment for degree of freedom (df) =
n-2 =80-2 =78 and = 0.05 obtained a value of 0.219 so it can be
concluded that all the list of questions given by respondents
regarding employee/staff motivation variable from the first
indicator to the sixth indicator is to meet the validity
requirements.

Table 4. Job Satisfaction Variable Validity Test

Kode Items r calculation  rtable  Description
Job Satisfaction 1 0,620 0,219 Valid
Job Satisfaction 2 0,807 0,219 Valid
Job Satisfaction 3 0,720 0,219 Valid

Source: Processed primary data, (2020)

Table 4 shows that all of the list of questions with the value of r
calculated r table product moment for the degree of freedom (df)
=n-2 =80-2 =78 and = 0.05 obtained a value 0of 0.219, so it can
be concluded that all the list of questions given by respondents

regarding The Job Satisfaction variable from the first indicator to
the second and third indicators is to meet the validity
requirements.

Table 5. Reliability Test of Career Development
Variables, Salaries, Employee/Staff Motivation and Job

Satisfaction
Variables Cronbach Description
Alpha
Career Development (X1) 0,759 Reliabel
Salary (X2) 0,788 Reliabel
Employee/Staff Motivation (X3) 0,772 Reliabel
Job Satisfaction (Y) 0,784 Reliabel

Source: Processed primary data, (2020)

Table 5 shows that all variables have a Cronbach Alpha value of
0.60, so it can be concluded that all variables meet the reliable or
consistent requirements.

2. Hypothesis Testing Results

The statistical method used to test the proposed hypothesis is a
regression test with path analysis. To measure the effect of the
independent variable (X) on the dependent variable (Y) by using
(path analysis), the magnitude of the influence of X1, X2 and X3
onY.

Based on the results of the path analysis above, the results of
hypothesis testing can be described as follows: Where the results
of the path analysis show that career development can have a
direct effect on job satisfaction and also an indirect effect,
namely from career development to employee/staff motivation
(as an intervening variable) then to job satisfaction. The
magnitude of the direct effect (P3) is 0.086 with the magnitude
of el (variance of job satisfaction variables that cannot be
explained by career development at the Cooperativa Cafe Timor
(CCT) company in Dili, (1-R?)? (1-0.153)? = 0.0234 while the
magnitude of the effect is not the direct relationship coefficient
(P1 x P2) is 0.280 x 0.058= 0.01624. Because the direct
relationship coefficient is greater than the indirect relationship
coefficient, it can be concluded that the actual relationship is a
direct relationship, meaning that career development variables
have a direct and positive effect on job satisfaction because P1 x
P2 <P3.

The results of hypothesis testing show that the direct coefficient
value between career development and job satisfaction is greater
than the coefficient of the indirect relationship, namely the
interaction of the standardized coefficient of career development
and the standardized coefficient of employee/staff motivation, so
the relationship between career development and job satisfaction
is a direct relationship. And employee/staff motivation
influences or mediates the relationship between career
development and job satisfaction. Career development has a
positive and significant effect on job satisfaction, and in turn
employee/staff motivation has a positive effect on job
satisfaction, so hypotheses 1 and 2 are not proven.

Based on the results of the path analysis above, the results of
hypothesis testing can be described as follows: Where the results
of the path analysis showed that salary could have a direct effect
on job satisfaction and also an indirect effect, namely from salary
to employee/staff motivation (as an intervening variable) then to
job satisfaction . The magnitude of the direct effect (P3) is 0.120
with the magnitude of e3 (variance of job satisfaction variable)
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which could not be explained by the salary at the Cooperativa
Cafe Timor (CCT) Company in Dili, (1-R?? = 1- 0.020 = 0.004
while the magnitude of the indirect effect was calculated by
multiplying the coefficient the indirect (P4 x P5) is 0.127 x 0.058
=0.007366. Because the coefficient of the direct relationship was
greater than the coefficient of the indirect relationship, it could
be concluded that the actual relationship was a direct
relationship, meaning that the salary variable was directly and
positively related to job satisfaction because P4 x P5 <P3.

The results of hypothesis testing gave the results that the direct
coefficient value between salary and job satisfaction was more
basic than the coefficient value of the indirect relationship,
namely the interaction of the standardized salary coefficient
value and the standardized coefficient value of employee/staff

motivation, then the relationship between salary and job
satisfaction was a direct relationship, and motivation
employees/staff influenced or mediated the relationship between
salary and job satisfaction. Salary had a positive and significant
effect on job satisfaction, and in turn employee/staff motivation
had a significant and positive effect on job satisfaction, so
hypotheses 3 and 4 were not proven.

3. Regression Coefficient of Independent Variable

To calculate the coefficient of the independent variable which
has the greatest influence on the dependent variable in this case
job satisfaction.

Table 12. The Effect of Each Independent Variable on the Dependent Variable

Unstandardised Standardized Standardized
Model Coefficient Coefficient Coefficient ¢ sig
Beta Standard Error Beta
Constant 9,544 1,514 0,063 6,303 0,000
Career Development 0,050 0,102 0,123 0,527 0,599
Salary 0,123 0,098 0,056 1,070 0,288
Employee/Staff Motivation 0,056 0,050 0,471 0,039

Dependent : Job Satisfaction

B. Discusion

1. The results of the path analysis showed that career
development and salary could have a direct effect on job
satisfaction. Because the direct correlation coefficient was
greater than the indirect relationship coefficient, it could be
concluded that the actual relationship was a direct
relationship, meaning that career development and salary
variables had a direct and positive effect on job satisfaction.
This study proved that if the Cooperativa Café Timor (CCT)
Company, Dili, Timor-Leste, paid attention to the careers and
salaries of employees/staff on an ongoing basis, the job
satisfaction of employees/staff would be higher. The more
often the Cooperativa Café Timor (CCT) Company, Dili,
Timor-Leste, carried out activities that were designed to help
improve the career development process and salary, the
higher the employee/staff job satisfaction with the
Cooperativa Café Timor (CCT) company would be, which is
extraordinary.

2. Hypothesis testing with the intervening variable showed that
the actual relationship of career development and salary to
job satisfaction is a direct relationship without going through
the employee/staff motivation variable as an intervening
variable, it can be seen from the SPSS output results from
testing equation 1 and equation 2 given the results that the
direct coefficient value between career development and job
satisfaction is greater than the coefficient of the indirect
relationship, namely the interaction of the standardized
coefficient of career development and the standardized
coefficient of employee/staff motivation and the interaction
of the standardized salary coefficient on employee/staff
motivation, so the relationship between career development

and Job satisfaction is a direct relationship. So, the motivation
of employees/staff does not influence or mediate the
influence between career development and job satisfaction
and also employee motivation affects or mediates salary on
job satisfaction. It means that employee/staff motivation is
not an Intervening variable.

C. Conclusion

That salary satisfaction is caused by feelings related to a sense of
justice for the salary paid. If the salary received by the
employee/staff is less than the others, there will be a feeling of
injustice (inequitable) for the payment given. That is why the
Hygiene factor or extrinsic factor in motivation consisting of
wages/salaries, job security results in job dissatisfaction.

The limitations of this research, along with future research, are
as follows:

1. Job satisfaction variables are only influenced by career
development and salary, so for future research needs, other
factors need to be considered, such as: location, large number
of companies.

2. The career development implemented at the Cooperativa
Café Timor Company in Dili has been quite good directly for
job satisfaction. Thus the company is expected to improve
employee career development through intensive education
and training.

3. Salary has an indirect effect on job satisfaction. However, the
company is still expected to provide salaries in accordance
with educational background, work experience and workload
given.
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