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Abstract. PT. PLN (PERSERO) ULP Muara Labuh in South Solok, West 
Sumatra is one of the state-owned enterprises (BUMN) engaged in 

electricity. The purpose of this study is to determine and analyze the Effect 
of Work Environment and Career Development on Employee 

Performance with Job Satisfaction as an Intervening Variable. The 
research method used was quantitative research, with a sample of 58 

respondents. In this study using SEM analysis tools using SmartPLS 3. 
The results showed that directly the most dominant variable, namely 

Career Development, had a positive and significant effect on Job 

Satisfaction, as evidenced by the company having various good career 
development programs so that it could affect employee job satisfaction in 

carrying out their duties. And Job Satisfaction has a positive and 
significant effect on Employee Performance, as evidenced by employees 

who already feel safe and comfortable at work. Where the better the Job 
Satisfaction, it will have an impact on improving the Performance of these 

Employees. While indirect testing for the most dominant variables states 
that Career Development has a positive and significant effect on 

Employee Performance through Job Satisfaction.  
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Introduction  

The success of an organization or company in running its business cannot be 

separated from human resource factors. Human resources are one of the main factors that 

have an important role to achieve organizational goals. The role of human resources 

includes planning, implementing, supervising, and controlling the organization or 

company to achieve the goals of an organization or company. Human resources can 

contribute good performance to support organizational activities. The goals of an 

organization itself will not be realized without the active role of employees (human 

resources) in the organization, where employees are the main assets in an organization 

that have an important role, namely as planners, thinkers, and also as controllers of 

organizational activities (Avengelista et al., 2022). Therefore, without the role of 

employees the organization will not be able to run well. In HR management, one of the 

factors that is considered is the performance of the employees themselves. Performance 

is commonly referred to as an answer to the success or failure of the initial objectives of 

the work program and policies that have been set (Putri & Rambe, 2022). A number of 

factors can affect employee performance, including the work environment and career 

development. In addition, job satisfaction also plays an important role in an organization 

because it can mediate the relationship between the work environment, career 

development, and employee performance.  This phenomenon is of great concern in the 

context of this study because it bridges the relationship between the work environment, 

career development, and employee performance.  

Employee performance is a force that moves from within and has an impact on the 

overall performance of the company. According to Meithiana Indrasari, (2017) In his 

book entitled Job Satisfaction and Employee Performance, performance is defined as the 

result of a person's efforts achieved by ability and action in certain situations. Employee 

performance is the result of work achieved by a person in carrying out the tasks given to 

him to achieve work targets (Nabawi, 2019). The work environment is one of the factors 

of performance which means everything related to employee activities in the office 

ranging from company culture, physical environment, to supporting facilities such as 

health insurance, parking, and so on (Putri & Rambe, 2022).  According to (Darmawan 

et al., 2021) , the work environment is all work equipment and materials used, around the 

environment where individuals work, how to work, work management individually or as 

a group. 

According to (Putra, 2020),  career development From Employee is a formally 

structured approach or activity to increase employee growth, job satisfaction, knowledge, 

and ability so that the organization can ensure that people with suitable qualifications and 

experience are available in the organization. Career development Having an existence in 

the future that depends on the quality and performance of its human resources, therefore 

the organization must carry out career coaching for workers that is carried out in a planned 

and sustainable manner. According to  Anastasia Sri Maryatmi, (2021)  in his book 

entitled Well-Being in the World of Work, career development  is all the efforts of an 

employee aimed at carrying out his career plan through training, planning, and obtaining 

work and work experience. 

 In addition to the work environment and career development, job satisfaction is 

also something that needs to be considered in work activities in an organization or 

company. According to (Nabawi, 2019), Work satisfaction is a feeling that supports or 

does not support in an officer who is related to his work and his condition. 
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The reasons for this research are: 1) the first reason is because of the discovery of 

several phenomena related to human resources in this company. Related, with the 

physical work environment, namely in the form of work facilities received by employees, 

it still needs to be considered, where there are differences in office equipment received 

by each employee, such as employee tables and chairs that differ from one another. 

Another phenomenon was also found to be related to the non-physical work environment, 

namely the hot room temperature due to the lack of air conditioning (AC) in the 

employee's workspace. In case of career development, that is, there is still a gap in the 

utilization of career opportunities. One of these phenomena is reflected in participation in 

company policies through job training that is still lacking so that some employee 

performance is still found that can still be said to be not optimal overall. In addition, the 

efficiency of employee performance is declining, this can be seen from the number of 

employees who are still absent on time and there are still many employees who do not 

come to work until the leave deadline set by the company. In terms of job satisfaction, 

people still complain a lot such as frequent power outages, slow customer service, 

unstable electricity quality and so on, resulting in less than optimal service provided. 2) 

The next reason is the inconsistency with the results of previous studies. Results of 

research conducted by (Pratama & Pasaribu, 2020) states that career development has 

an insignificant effect on employee performance and job satisfaction has an insignificant 

effect on employee performance. 3) Another reason is because researchers want to know 

how much influence the work environment and career development have on employee 

performance mediated by job satisfaction. 

The reason for this research was conducted at PT. PLN (PERSERO) ULP Muara 

Labuh in South Solok, because there are still many problems that occur related to the 

services provided by the company, thus having a detrimental impact on customers or the 

community as users of these services. And by conducting research on this company, it is 

hoped that later the results of the research can be the basis for decision making that will 

be carried out by the company, especially in an effort to support the development of its 

human resources, so that later human resources in this company can be maximized, as 

well as to find out the extent of the relationship between the work environment, career 

development, employee performance, and job satisfaction in this company.  

The basic theory used in this study is to use the theory of Human Resource 

Management (HRM), where this theory focuses on the role of human resources in 

achieving organizational goals. Effective management of the work environment and 

appropriate career development offerings can be considered as HRM strategies (Human 

Resource Management) in improving employee performance and job satisfaction. 

Previous research conducted by (Muntu et al., 2018),  shows that the work environment 

has a positive and significant effect on employee performance and career development 

has a positive and significant effect on employee performance. While research is being 

conducted (Rozy, 2021) shows that the work environment has a significant effect on 

employee performance. Both variables have a positive relationship. If the work 

environment improves, it will be followed by an increase in employee performance. Vice 

versa, if the work environment decreases, it will be followed by a decrease in employee 

performance. While career development does not have a significant effect on employee 

performance. Similarly, research conducted by (Safitri, 2022)  states that career 

development has a significant positive influence on employee performance.  
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Based on the factors and results of previous research described above, it is necessary 

to pay attention to an organization to further strengthen its organizational position in 

facing organizational competition in the era of rapidly developing technology. Especially 

in the field of telecommunications and information, where almost everyone depends on 

their activities with the internet and information technology. This study aims to determine 

and analyze the influence of the work environment and career development on employee 

performance with job satisfaction as an intervening variable. On the basis of the various 

problems and descriptions above, and based on the research gap found in previous studies, 

researchers are interested in examining more deeply about the "Influence of Work 

Environment, Career Development  on Employee Performance with Job Satisfaction as 

an Intervening Variable at PT. PLN (PERSERO) ULP Muara Labuh in South Solok. 

 

 
Figure 1.1 Mindset 

 

Research Methodology 

The research methodology used is a descriptive and quantitative approach, where to 

determine the relationship between Work Environment (X1) and Career Development  

(X2) as an independent variable, Employee Performance (Y) as a dependent variable, and 

Job Satisfaction (Z) as an intervening variable. The population in this study is all 

employees of PT. PLN (PERSERO) ULP Muara Labuh in South Solok. In this study, the 

sampling technique or sampling method used was saturated sampling or census. Saturated 

sampling or census is a sampling technique when all members of a population are used 

as samples. From this understanding, this study used the same sample with members of 

the population, which was as many as 58 people. The research instrument used the Likert 

scale, and data were collected through field research involving observation, interviews, 

and completion of questionnaires. Data analysis was performed using Structural Equation 

Modeling (SEM) with Partial Least Squares (PLS), allowing for evaluation of 

measurements and structural models. 

 

Results and Discussion 

Validity Test 

Halsil test valliditals pass progralm SmalrtPLS 3.0 dimalnal didalpaltkaln balhwal score dalri malsings indika ltor 
show alngkal > 0.5 daln dalpalt concluded ln balhwal indikaltor yalng aldal merupalkaln indikaltor yalng va llid. 
Based on the results of outer model testing  using SmartPLS, the correlation value 

between the research variable statement items was obtained as follows: 

H3 

    H1 

 

   H6 

   H7        H5 

 

    H2 

      H4       

   

 

Lingkungan kerja 

(X1) 

Kinerja 

karyawan  (Y) 

Kepuasan kerja 

(Z) 

Career 

development 

(X2) 
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Figure 4.1 

Outer loadings after elimination 

 

Based on the figure above it can be seen that the value of each indicator or value 

convergent validity Already above 0.50 because previous elimination has been carried 

out, so there are no indicators that need to be eliminated again because all indicators 

already have values above 0.50 (Rulianti & Nurlilah, 2020).   

 

Reliability Test 

After knowing the level of valitivity of the data, the next step is to know the level of data 

reliability or the level of reliability of each construct or variable. This assessment is by 

looking at composite reliability and cronbach alpha value. The construct standby value is 

said to be reliable if it gives a cronbach alpha value  of > 0.70. 

Table 4.1 Construct Reliability and Validity Values 

Construct (Variable) Cronbach’s 

Alpha 

rho_A Composite 

Reliability 

Average 

Variance 

Extracted (AVE) 

Work Environment (X1) 0,847 0,877 0,886 0,573 

Career Development (X2) 0,915 0,923 0,929 0,568 

Employee Performance 

(Y) 

0,877 0,887 0,905 0,578 

Job Satisfaction (Z) 0,950 0,954 0,957 0,653 

Source: Olahan SmartPLS 

 

Based on the data above, it has been found  that the value of composite reliability and the 

value of Cronbach alpha each construct or large variable of 0.70. Thus it can also be 

concluded that the level of data reliability has been good or reliable. 
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Figure 4.2 

 Inner Model Test Results 

 

Inner model testing 

The next testing process is  the testing of the inner model or structural model which aims 

to determine the relationship between constructs as hypothesized. The structural model is 

evaluated by considering the R-square value for the endogenous construct of the influence 

it receives from the exogenous construct. Here is the estimated R-square: 

Table 4.2 Evaluation of R Square Value  

Variable R Square R Square Adjusted 

Job Satisfaction (Z) 0,532 0,515 

Employee Performance 

(Y) 

0,522 0,495 

Source: Olahan SmartPLS 

Based on the table above, it can be seen that the R-square value  for the job satisfaction 

variable is 0.532, which means that 53.2% of the job satisfaction variable is influenced 

by work environment and career development variables, while the remaining 46.8% is 

influenced by other variables outside this study. Then the R-square value  for employee 

performance variables is 0.522 which means that 52.2% of employee performance 

variables are influenced by work environment, career development, and job satisfaction 

variables, while the remaining 47.8% is explained by other variables outside this study.   

 

Uji hypoplant 

Hypothesis testing aims to answer the problems in this study, namely the influence of 

certain exogenous latent constructs with certain endogenous latent constructs either 

directly or indirectly through intervening variables. Hypothesis testing in this study, can 

be judged from the magnitude of the t-statistic or t-count value compared to the t-table 

1.96 at alpha 5%. If t-statistic/t-count < t-table 1.96 at alpha 5%, then Ho is rejected and 

If t-statistic/t-count > t-table 1.96 at alpha 5%, then Ha is accepted. Here are the results 

of the SmartPLS output, which illustrates the estimated output for structural model 

testing: 

Table 4.3 
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Hasil Path Coeficient 

Direct 

Relationship 

Original 

Sample (O) 

Sample Mean 

 ( M) 

 Standard 

Deviation 

( STDEV) 

T 

Statistics   

P 

Values 

X1 => Z 0,295 0,308 0,117 2,533 0,012 

X2 => Z 0,561 0,570 0,111 5,062 0,000 

X1 => Y 0,197 0,208 0,125 1,578 0,115 

X2=> Y 0,142 0,158 0,179 0,796 0,426 

Z=> Y 0,495 0,489 0,173 2,857 0,004 

Source: Olahan SmartPLS 

 

Based on the results of SmartPLS testing in the table above, it can be seen that the results 

of testing the research hypothesis starting from the first hypothesis to the fifth hypothesis 

which is a direct influence of the construct of the work environment and career 

development on job satisfaction and the influence of the environmental construct of the 

field, career development through job satisfaction on employee performance. The 

following is a discussion of each hypothesis: 

1. The effect of the work environment on job satisfaction 

Based on the test results using SmartPLS  tools, there is a positive and significant 

influence of the work environment on job satisfaction at PT. PLN (PERSERO) ULP 

Muara Labuh in South Solok. This means that the better the working environment at PT. 

PLN (PERSERO) ULP Muara Labuh in South Solok, the higher the job satisfaction of its 

employees. With a good and conducive work environment, it can affect employees in 

carrying out the job duties given, so that employee job satisfaction also increases.  

The results of this study are in line with research conducted by (Ariansy & Kurnia, 

2022) states that the work environment has a positive and significant effect on job 

satisfaction. 

 

2. The effect of career development on job satisfaction 

Based on the test results using SmartPLS  tools, there is a positive and significant 

influence  of career development on Job Satisfaction at PT. PLN (PERSERO) ULP Muara 

Labuh in South Solok. This means that the better career development at PT. PLN 

(PERSERO) ULP Muara Labuh in South Solok, the higher the job satisfaction of its 

employees. With the existence of various good career development programs  at PT. PLN 

(PERSERO) ULP Muara Labuh in South Solok, can affect employee job satisfaction in 

carrying out the duties assigned to them.  

The results of this study are in line with research conducted by (Rulianti & Nurlilah, 

2020) states that career development has a positive and significant effect on job 

satisfaction. 

3. The influence of the work environment on employee performance 

Based on the test results using SmartPLS  tools, there is a positive and insignificant 

influence of the work environment on employee performance at PT. PLN (PERSERO) 

ULP Muara Labuh in South Solok. This shows that, work environment variables are not 

the main factor that affects employee performance, employees only feel a little discomfort 

at work but do not affect the employee's job satisfaction.  
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The results of this study are not in line with research conducted by (Sihaloho & 

Siregar, 2020) which states that the work environment has a positive and insignificant 

effect on employee performance. 

 

4. The effect of career development on employee performance 

Based on the results of testing using SmartPLS  tools, there is a positive and 

insignificant influence  of career development on Employee Performance at PT. PLN 

(PERSERO) ULP Muara Labuh in South Solok. This means that, career development  

variables are not the main factor that affects employee performance, it is because career 

development has been implemented well and it returns to employees where the company 

cannot force employees who want to rotate positions but are unable to meet the standards 

given by the company. 

The results of this study are not in line with research conducted by (Aditya Utama 

et al., 2021) which states that career development has a positive and insignificant effect 

on employee performance.  

 

5. The effect of job satisfaction on employee performance 

Based on the results of testing using SmartPLS  tools, there is a positive and 

significant influence of job satisfaction on employee performance at PT. PLN 

(PERSERO) ULP Muara Labuh in South Solok. That is, the better job satisfaction will 

have an impact on improving employee performance. With the pleasure and satisfaction 

in employees at PT. PLN (PERSERO) ULP Muara Labuh in South Solok for its role and 

work, it will have a positive impact on improving the performance of these employees 

The results of this study are in line with research conducted by (Susanto, 2022) states 

that there is a positive and significant influence between job satisfaction and employee 

performance. 

 

6. The influence of the work environment on employee performance through job 

satisfaction as an intervening variable 

Based on the test results using SmartPLS  tools, there is a positive and significant 

influence of the work environment on employee performance through Job Satisfaction at 

PT. PLN (PERSERO) ULP Muara Labuh in South Solok. This means that, a good work 

environment can increase employee job satisfaction which in turn can improve their 

performance. A supportive work environment, including factors such as safety, support 

from co-workers and superiors, and a positive company culture has been shown to 

improve employee satisfaction and performance. Therefore, the existence of a good work 

environment can influence employees in carrying out their assigned job duties so that 

their performance also increases through employee job satisfaction. 

The results of this study are in line with research conducted by (Hartati Rismauli, 

2022) State that the job satisfaction variable can run as an intervening variable or 

intervening in the impact of the work environment on employee performance. 

 

7. The effect of career development on employee performance through job satisfaction 

as an intervening variable 

Based on the test results using SmartPLS  tools, there is a positive and significant 

influence  of career development on employee performance through job satisfaction at 

PT. PLN (PERSERO) ULP Muara Labuh in South Solok. That is,  good career 
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development can increase employee job satisfaction which can also improve the 

performance of these employees. When employees feel that there are opportunities for 

career development and advancement within the company, they tend to be more dedicated 

and high performers. With the existence of various good career development programs  

at PT. PLN (PERSERO) ULP Muara Labuh in South Solok, then employee performance 

will also increase through employee job satisfaction. 

The results of this study are in line with research conducted by (Manajemen et al., 

2022) states that career development through job satisfaction positively has a significant 

effect on employee performance. 

 

Conclusion 

From the results of research on the influence of the work environment and career 

development on employee performance with job satisfaction as an intervening variable at 

PT. PLN (PERSERO) ULP Muara Labuh in South Solok can be concluded that directly 

the most dominant variable, namely career development , has a positive and significant 

effect on job satisfaction, this is evidenced by the company having various good career 

development programs so that it can affect employee job satisfaction in carrying out their 

duties. And job satisfaction has a positive and significant effect on employee 

performance, as evidenced by employees who already feel safe and comfortable at work. 

Where the better job satisfaction, it will have an impact on improving the performance of 

these employees. While indirect testing for the most dominant variables states that career 

development has a positive and significant effect on employee performance through job 

satisfaction. The better the career development in the company, the higher the 

performance of its employees, so that job satisfaction also increases. Chairman of PT. 

PLN (PERSERO) ULP Muara Labuh should pay more attention to the work environment 

of its employees, thus the better the work environment, the more employee performance 

will increase. Conversely, the less good their work environment, the less employee 

performance will also be reduced. 

The implication of this research is the importance for companies to create a 

supportive work environment and provide good career development or training programs 

for employees. By paying attention to these factors, companies can improve job 

satisfaction and employee performance, which will ultimately have a positive impact on 

the productivity and overall success of the company. 
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