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ABSTRACT 

 The objectives to be achieved in this study are to know and analyze (1) the effect of work              empower-
ment on satisfaction, (2) the effect of job involvement on satisfaction. (3) The effect of work           empowerment on 
performance. (4) The effect of work involvement on employee performance. (5) The effect of satisfaction on perfor-
mance. (6) The effect of job empowerment on performance mediated by satisfaction. (7) The effect of job involvement 
on performance mediated by employee satisfaction in the Kendari Navigation District. The population in this study was 
65 employees and all of them were used as respondents. The       analytical tool used is SEM-Partial Least Square 
(PLS). 

Based on the results of the study showed (1) Work empowerment has a significant effect on job            satisfac-
tion. (2) Work empowerment has no significant effect on job satisfaction. (3) Job involvement has a significant effect on 
job satisfaction. (4) Work involvement has no significant effect on performance. (5) Job satisfaction directly has a signif-
icant effect on employee performance. (6) Job satisfaction does not mediate the effect of work  empowerment on em-
ployee performance. (7) Job satisfaction does not mediate the effect of job involvement on employee performance. 
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Introduction 

One source of organizational success in achieving its goals is the performance of each of its            employees. 
According to Mangkunegara (2006) performance is the result of work achieved by employees both in terms of quality 
and quantity within a certain time in carrying out their duties by the responsibilities given to them. Employee perfor-
mance is said to be high if the employee can complete a task correctly and in a fast time. Performance can be realized 
properly if employee empowerment can be carried out by the organization as well as employee involvement and good 
organizational commitment from employees. Organizations need human resources in this case, namely employees 
who have high job performance. Employee performance refers to the employee's work performance which is measured 
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based on the standards or criteria that have been set by the organization, (Robert in Timpe, 1999).  
Kendari Navigation District is a Class III Navigation District under the auspices of the Director General of Sea 

Transportation, Ministry of Transportation of the Republic of Indonesia. Based on Law 17 of 2008       concerning ship-
ping, it is stated that navigation is an activity related to Shipping Navigation Assistance        Facilities (SBNP), Shipping 
Telecommunication (Telkompel), Hydrography and meteorology, Flows and      Passages, Building or Installation, Guid-
ance, handling of ship skeletons and Salvage, and or Underwater Work (PBA) for the benefit of Shipping Safety. From 
2005 to 2019 the growth in the number of national sea       transportation companies was up to about 7.7% per year, 
the growth in the supply of the national ship fleet was around 10% per year, and in 2019 the share of domestic sea 
transport cargo controlled by national ships had reached 99. 7%. 

One of the factors that can affect employee performance is work empowerment. Wibowo (2016) argues that 
empowerment will increase the ability, sense of belonging, and sense of responsibility of employees it will have an im-
pact on increasing employee performance. Empowerment as a force is indispensable in improving the quality of em-
ployee morale in serving the community. Empowerment is expected to motivate individuals to improve performance 
and higher productivity. 

According to Hansen and Mowen in Mahaardiani (2004) employee empowerment is the granting of      authority 
to employees to plan, control, and make decisions about the work that is their responsibility, without having to get expli-
cit authority from the manager above them. While Cacciope (1998), states that                 empowerment is a process 
where management provides flexibility to its employees to make decisions and take actions that will lead to organiza-
tional success. Research conducted by Yasothai et al. (2015) show that empowerment tools such as power, know-
ledge, information sharing, and gifts do affect employee               performance. The research conducted by Setyawan 
(2017) shows that empowerment has a positive and       significant effect on employee performance. 

The results of research conducted by Javed, et al (2014) who examined employees in Bahawalpur found that 
job satisfaction significantly affected performance. Likewise with Syauta, Eka, Margono, and        Solimun. (2012) which 
proves that job satisfaction has a positive and significant effect on employee                performance. 

 
Literature Review 
Work Empowerment 

One element that plays an important role in an organization is humans. Because humans are the       resources 
that drive the organization. The effectiveness of an organization depends on humans managing other resources in the 
organization. Therefore, humans (employees) must be managed properly. According to Khan (2007) Empowerment is a 
continuous personal relationship to build trust between employees and        management, while Mulyadi & Setyawan 
(2001) argues that Empowerment is the granting of authority to        employees to plan, control, and make decisions 
about the work they are responsible for without having to get explicit authorization from the manager above it. 

The purpose of employee empowerment is to improve the effectiveness of employee work in achieving the work 
results that have been determined. The improvement of work effectiveness can be done by improving the knowledge 
and skills of employees as well as the attitudes of the employees themselves toward their       duties (Husnan & Pud-
jiastuti, 2015). 
 
Work Engagement 

Employee engagement is the mental and emotional involvement of people in group situations that      encourage 
them to contribute to group goals and share responsibility for achieving those goals (Davis &       Newstrom, 2006). 
Hewitt Associate (2008), defines Employee Engagement as follows: Positive attitudes of employees and the company 
(commitment, engagement, involvement) to cultural values and the achievement of company success. Meanwhile, the 
Institute of Employee Studies (2004) defines Employee Engagement as a positive attitude from employees toward the 
organization where they work. Employees who are motivated will care about the organization's business and work as a 
team to improve organizational performance. 

Reed et al., (1994) "job involvement is defined as the extent to which a person psychologically identifies with his 
or her job". The opinion implies work involvement is identified as identification as the extent to which individuals identify 
psychologically with their work. Muchinsky (2000) “job involvement refers to the degree to which a person identifies 
psychologically with his or her work and the importance of work to one's self-image”. The statement implies that work 
involvement refers to the degree to which a person identifies psychologically with his work and the importance of work-
ing for a person in his self-image. Blau & Boal (in Kartiningsih, 2007) argue that work involvement implies a positive 
and complete statement of the core aspects of oneself in work. 

 
Job Satisfaction 

Wexley & Yukl (in Robbins & Judge, 2007) describe job satisfaction as a way for employees to describe their 
feelings towards their work. Robbins & Judge (2007) provide an understanding of job satisfaction as a general attitude 
towards a person's work, the difference between the number of rewards received by a worker and the amount they 
believe they should receive. Locke (in Luthans, 2006), states that job satisfaction is a good emotional state or positive 
emotion that comes from the appraisal of one's job or work experience. Job satisfaction is the result of employees' per-
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ceptions of how well their jobs deliver what is considered important. Furthermore, Luthans (2006) states that job satis-
faction is the result of employees' perceptions of how well their work provides things that are considered important. In 
general, in the field of organizational behavior, job satisfaction is the most important and frequently studied attitude. 

Mangkunegara (2010) concluded that job satisfaction is a feeling that supports or does not support   employees 
who are related to their work or their condition. Feelings related to work involve aspects such as wages or salaries re-
ceived, career development opportunities, relationships with other employees, job         placement, type of work, the 
organizational structure of the organization, and quality of supervision. While the feelings related to himself, among 
others, age, health condition, ability, and education. Handoko (2011) reveals that job satisfaction is a pleasant or un-
pleasant emotional state in which employees view their work. 

 
Employee Performance 

Mangkunegara (2010) states that performance (work achievement) is the result of work in quality and quantity 
achieved by an employee in carrying out his duties by the responsibilities given to him. Bernardin & Russel (2010) pro-
vide the following definition of performance: “performance is defined as the record of outcomes produced on a speci-
fied job function or activity during the period”. Performance is a record of the results obtained from certain job functions 
or activities over a certain period. Miner (2005) said that performance is the level of success of an employee in carrying 
out the work. 
 
Conceptual Framework 
 The purpose of this study was to analyze and prove the effect of work empowerment and job involvement on 
employee satisfaction and performance in the Kendari Navigation District. 
 Based on the previous literature review, it is known that work empowerment and job involvement have an ef-
fect on job satisfaction. Likewise, work empowerment and work involvement affect employee performance, and then 
job satisfaction itself affects employee performance. For this reason, the conceptual framework that underlies this re-
search was developed as follows. 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Hypothesis 
 Based on the problem formulation, literature review, and conceptual framework, the following research hypo-
theses can be put forward: 

1. Work empowerment has a positive and significant effect on the job satisfaction of Kendari Navigation District 
employees. 

Work Empo-
werment (X1) 

Work Engage-
ment  
(X2) 

 
Satisfaction 
Work (Y1) 

 
Performance 

(Y2) 
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2. Job involvement has a positive and significant effect on the job satisfaction of Kendari Navigation District 
employees. 

3. Work empowerment has a positive and significant effect on the performance of Kendari Navigation District 
employees. 

4. Work involvement has a positive and significant effect on the performance of Kendari Navigation District 
employees. 

5. Job satisfaction has a positive and significant effect on the performance of Kendari Navigation District 
employees. 

6. Work empowerment has a significant effect on performance mediated by the job satisfaction of Kendari 
Navigation District employees. 

7. Job involvement has a significant effect on performance mediated by the job satisfaction of Kendari 
Navigation District employees. 

Research Methods 
Research Approach 

The approach in this study is quantitative because this research is presented with numbers. This is the opinion 
(Arikunto, 2014) that suggests that quantitative research is a research approach that is required to use of numbers, 
starting from data collection, interpretation of the data, and the appearance of the results. 

 
Population and Sample 

The population is a combination of all elements formed by events, or people who have similar characteristics 
that are the center of attention of researchers because they are seen as the universe of       research (Augusty, 2006). 
Meanwhile, according to Sujarweni and Endrayanto (2012), the population is a    generalization area consisting of ob-
jects/subjects that have certain qualities and characteristics determined by researchers to be studied and then drawn 
conclusions. The population in this study were all employees of the Kendari Navigation District, amounting to 65 
people. And the entire population is used as research              respondents, and the determination of respondents is 
carried out by census. 

 
Data Collection Technique 

Data collection techniques were used to collect data according to research procedures to obtain the required 
data. According to Sugiyono (2010), data collection techniques are the most strategic steps in research, because the 
main purpose of research is to collect data. Data collection techniques in this study using questionnaires and documen-
tation techniques. 

1. A questionnaire is a data collection technique that is done by giving a set of written statements to respondents 
to answer (Sugiyono, 2010). The questionnaire used by the researcher as a research instrument, the method 
used is closed. 

2. Documentation is a method of reviewing and processing data from pre-existing documents and supporting 
research data. The documentation method was used to collect profiles and other records from the Kendari 
Navigation District. 

Analysis Techniques 
 This research consists of 4 (four) latent variables that cannot be measured directly except through dimensions 
and/or indicators. The most appropriate analytical tool for a research model like this is the Structural Equation Model 
(SEM) which can perform a comprehensive analysis in a single analysis. There are two approaches to SEM, namely 
covariance-based SEM and variance-based SEM or also known as Partial Least Square (PLS) or PLS-SEM. 
 PLS can perform correlation analysis between latent variables by finding how far the data spread from each 
variable using the bootstrap technique so that there is no need for a normal distribution. So even though the number of 
data is as many as 65 respondents, it is suitable to use this method. The PLS model has two linear equations called 
the structural model (inner model) which describes the relationship between latent variables and the measurement 
model (outer model) which shows the relationship between latent variables and a group of manifest variables that can 
be measured directly. 
 
Results and Discussion 
Partial Least Square (PLS) Analysis Results 

The data analysis method in this study uses the Partial Least Square (PLS) analysis technique with the 
SmartPLS program. The results of the PLS analysis can be done by evaluating the structural equation model. Evalua-
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tion of the PLS model in this study begins with testing the linearity assumption and then measures of fit on the mea-
surement model. In this study, there are two basic evaluations in PLS analysis, namely: First, the evaluation of the 
measurement model (outer model) to determine the validity and reliability of indicators measuring latent variables; The 
criteria for testing the validity and reliability of this research instrument refer to discriminant validity, convergent validity, 
and composite reliability. Second, assessing the inner model or structural model to see the relationship between the 
constructs, the significance value, and the R-square of the research model. 

 
Linearity Assumption Test 
 In conducting the PLS evaluation, the linearity assumption test was first tested, namely the relationship be-
tween the latent constructs tested had a linear relationship. The purpose of linearity testing in this study is to see 
whether the model used is a linear model or the construct relationship that is estimated to be linear. Therefore, the first 
step in the PLS analysis is to carry out testing this assumption. Testing the linearity assumption in this study, using the 
Curve of Fit method using SPSS software, the results are presented in the Appendix. The results of linearity testing of 
the relationship between variables are presented in the following table: 
 
 

Table 1. Linearity Assumption Test Results 

Relationship Between Variables 
Linearity Test 

R2 F Sig. Results 
Job Empowerment (X1) Job Satisfaction (Y1) 0.485 62.206 0.000 linear 
Work Empowerment (X1) Employee Performance (Y2) 0.177 14.206 0.000 linear 
Job Involvement (X2) Job Satisfaction (Y1) 0.356 36.553 0.000 linear 
Work Involvement (X2) Employee Performance (Y2) 0.125 9.462 0.003 linear 
Job Satisfaction (Y1) Employee Performance (Y2) 0.203 16,806 0.000 linear 

Source: Appendix 
Table 1 shows that the relationship between work empowerment (X1) on job satisfaction (Y1), the relationship 

between work empowerment path analysis (X1) on employee performance (Y2), the relationship between job involve-
ment (X2) on job satisfaction (Y1), the relationship between work engagement (X2) on employee performance (Y2) and 
The relationship between job satisfaction (Y1) and employee performance (Y2) has a significant level of less than 5% 
(p < = 0.05), so it can be said to be linear. The results of testing the linearity assumption can be concluded that all the 
relationships between the variables contained in the         structural model are linear so the linearity assumption in the 
PLS analysis is fulfilled. Thus, it can prove that the data used in this study meets the requirements of linearity and fur-
ther analysis can be carried out. 

 
Evaluation of the Measurement Model (Outer Model) 
 Measurement model testing (measurement model) in this research aims to assess indicator variables (ob-
served variables) that reflect a construct or latent variable that cannot be measured directly. The analysis of the indica-
tors used is tested to give meaning to the symbols given to the latent variables. The empirical           analysis aims to 
validate the model and construct reliability that reflects the parameters of latent variables or constructs built on theory 
and empirical studies. This study uses four latent variables, namely work                  empowerment, job involvement, 
job satisfaction, and employee performance with variable indicators that are reflective. 
Discriminant Validity 
 Discriminant validity testing in research uses the value of cross-loading and the square root of average (AVE) 
to check (testing) whether the research instrument is valid in explaining or reflecting latent variables. More details on 
discriminant validity testing can be described as follows: 

a. Discriminant validity by using the value of cross-loading. If the cross-loading value of each indicator of the 
relevant variable is greater than the cross-loading of other variables, then the indicator is said to be valid. The 
results of the calculation of discriminant validity using the cross-loading value in the analysis of this research 
data are presented in the following table: 

 
 
 
 

GSJ: Volume 10, Issue 10, October 2022 
ISSN 2320-9186 2566

GSJ© 2022 
www.globalscientificjournal.com



 
 
 
 
 
 
 
 
 
 
 

Table 2. Cross-Loading Calculation Results 
 

Symbol 
Work Empowerment 

(X1) 
Work 

Engagement 
(X2) 

Job 
satisfaction 

(Y1) 

Employee 
Performanc

e 
(Y2) 

X11 0.792 0.306 0.491 0.344 
X12 0.754 0.472 0.552 0.331 
X13 0.793 0.483 0.580 0.397 
X21 0.664 0.843 0.484 0.376 
X22 0.851 0.865 0.647 0.455 
X23 0.779 0.904 0.822 0.456 
Y11 0.591 0.201 0.519 0.266 
Y12 0.627 0.320 0.786 0.393 
Y13 0.752 0.525 0.842 0.388 
Y14 0.834 0.709 0.764 0.563 
Y21 0.335 0.259 0.303 0.767 
Y22 0.497 0.234 0.402 0.852 
Y23 0.665 0.466 0.592 0.857 
Y24 0.257 0.127 0.235 0.515 

Source: Appendix 
The computational results are in Table 2. The results of the cross-loading calculation are pre-

sented, which shows that the value of the cross-loading indicator of the variables of work empower-
ment, job involvement, job satisfaction, and employee performance is > 0.40 and is declared to meet 
the criteria of discriminant validity. 

b. Discriminant validity by using the square root of average variance extracted (AVE). If the value of the square 
root of average variance extracted (√AVE) for each variable is greater than the AVE value and the correlation 
between the latent variable and other latent variables, then the instrument variable is said to be a valid 
discriminant. The results of the calculation of the square root of the average variance extracted (√AVE) value 
as shown in the following table: 

Table 3. Value of AVE, √ AVE, and Correlation between Latent Variables 

Research 
variable 

 
AVE 

AVE . 
root 

Correlations of the latent variables 

PK (X1) KK 
(X2) K(Y1) KP 

(Y2) 
PK(X1) 0.608 0.779 1,000    
KK (X2) 0.759 0.871 0.607 1,000   
K (Y1) 0.545 0.738 0.704 0.608 1,000  
KP (Y2) 0.578 0.760 0.460 0.395 0.475 1,000 
Description: PK = Work Empowerment (X1); KK = Work Engagement (X2); K

 = Satisfaction (Y1); 
KP = Employee Performance (Y2) . 

Source: Appendix 
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 The test results are in Table 3. which shows that the value of the square root of average variance ex-
tracted (√AVE) of all variables designed in this study is greater when compared to the correlation between la-
tent variables and other latent variables so that the instrument of each variable is said to have met discrimi-
nant validity and the overall AVE root value of the variable in above 0.70 (tolerance limit). This means that the 
latent variable constructs of work empowerment, job involvement, job satisfaction, and employee performance 
have good discriminant validity. Thus the research instrument used to measure all latent variables or con-
structs in this study met the criteria for discriminant validity. 

Composite Reliability 
 Composite reliability tests the value of reliability between the indicators of the constructs that form it. The re-
sults of composite reliability are said to be good if the value is above 0.70. The results of testing the composite reliabili-
ty of the measurement model can be presented in the following table: 

Table 4. Instrument Reliability Test Results 

Research variable Composite 
Reliability Results 

Work Empowerment (X1) 0.823 Reliable 
Work Engagement (X2) 0.904 Reliable 
Job Satisfaction (Y1) 0.823 Reliable 
Employee Performance (Y2) 0.841 Reliable 

        Source: Appendix 
 Based on the results of the evaluation of discriminant validity, convergent validity, and composite  reliability for 
indicators, it can be concluded that the indicators as a measure of the latent variable are valid and reliable gauges, 
respectively. Thus, the goodness of fit model can then be checked by evaluating the inner model. 
 
Evaluation of Goodness of Fit Model 
 The structural model is evaluated by taking into account the Q² predictive relevance model which measures 
how well the observed values are generated by the model. Q² is based on the coefficient of determination of all depen-
dent variables. The magnitude of Q² has a value with a range of 0 < Q² < 1, the closer the value to 1 means the better 
the model. The coefficient of determination (R2) of the two endogenous variables can be presented in the following 
table: 

Table 5. The Goodness of Fit Model Test Results 
Structural 

Model Endogenous Variables R-square 
1. Job Satisfaction (Y1) 0.747 
2. Employee Performance (Y2) 0.663 

           Source: Appendix 
Based on the value of the coefficient of determination (R2), it can be seen that Q2 is calculated as fol-

lows: 
Q² = 1 – {(1 – R1² ) (1 – R2²) … (1 – Rn²)} 

= 1 – {(1– 0.7472) (1– 0.6632)} 
= 1 – {(1 – 0.554) (1– 0.440)} 
= 1 – {(0.445) (0.560)} 
= 1 – 0.248 
= 0.752 

 Based on the results of these calculations obtained predictive-relevance value of Q² = 0.752 or 75.2%. This 
means that the accuracy or accuracy of this research model can explain the diversity of the variables of work empo-
werment and job involvement on job satisfaction and employee performance by 75.2%. The remaining 24.8% 

 
Hypothesis Testing and Direct Effect Path Coefficient 
 Testing the hypothesis and the path coefficient of direct influence between research variables. The test results 
are in Figure 1 obtained from 5 influences All of the directly tested have a significant effect,        namely: work empo-
werment has a significant effect on job satisfaction, work involvement has a significant effect on job satisfaction, and 
job satisfaction has a significant effect on employee performance. The results of the test analysis of the direct influence 
between variables can be seen from the path coefficient values, and critical points (t-statistics) which are presented in 
the path diagram The following figure: 
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Figure 1. Structural Test Results 
The results of testing the direct influence between variables in Figure 1. in full can be presented  

Table 6. Direct Effect Path Coefficient and Hypothesis Testing 

Hypothesis  
Relationship Between Variables 

Path 
Coefficie

nt 
t- 

Statistics 

 
t- 

critical 
 

Results 

H1 Empowerment (X1) Job Satisfaction (Y1) 0.531 5,106 1.96 Sig 
H2 Empowerment (X1) Employee Performance (Y2) 0.209 1,751 1.96 Not Sig 
H3 Engagement (X2) Job Satisfaction (Y1) 0.285 3,077 1.96 Sig 
H4 Engagement (X2) Employee Performance (Y2) 0.110 0.675 1.96 Not Sig 
H5 Job Satisfaction (Y1) Employee Performance (Y2) 0.260 1,977 1.96 Sig 

  Source: Appendix 
 The results of the analysis are in Table 6. The hypothesis testing and direct influence path coefficients are 
obtained which aims to answer whether the proposed hypothesis can be accepted or rejected. 
 
Discussion of Research Results 
The Effect of Job Empowerment on Job Satisfaction 
 The results showed that work empowerment directly had a significant effect on job satisfaction at the Kendari 
Navigation District Office. This means that the better the work empowerment, the better job                satisfaction at the 
Kendari Navigation District Office. This is quite reasonable because work empowerment is included in a good assess-
ment if it is observed from the indicators of desire, self-confidence, and               communication. 
 The results of this study support the opinion expressed by Akbar et al. (2011), Yasothai et al. (2015), that work 
empowerment affects job satisfaction. Therefore, it is necessary to have the appropriate competence in the person 
who carries out the work. Thus, work empowerment becomes very important. This opinion shows that there is a rela-
tionship between work empowerment and human resource competence. While       competence it self is the ability to 
work or work/performance. 
The Effect of Work Empowerment on Performance 
 The results showed that empowerment directly had no significant effect on employee performance at the 
Kendari Navigation District Office. This means that the work empowerment that has been done cannot significantly 
improve employee performance. The implications of these conditions do not significantly affect performance, especially 
in the ability of employees to lead themselves in work, and give authority and        self-honesty in carrying out their 
main duties and functions as employees. This is because there are still inappropriate employee placements in the posi-
tions held so that empowerment does not run as expected. Also, there are still many employees who have scientific 
disciplines that are not by the positions they carry. Therefore, the policies that need to be carried out in improving work 
empowerment in terms of competence are working according to the specified time, increasing abilities in fields that are 
by the work, and responding positively to ideas that arise from colleagues. 
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 The results of this study do not support the opinion expressed by Yasothai et al. (2015), Samiun et al. (2017), 
and Hermawan & Chandra (2014), that empowerment is creating reliable human resources in facing the challenges of 
modern technology, feeling comfortable at work, dignified and fair in an organization so that performance is good. 
The Effect of Job Engagement on Job Satisfaction 
 The results of the study indicate that work involvement directly has a significant effect on job satisfaction at 
the Navigation District Office Kendari. This means that the better job involvement, the more job satisfaction increases. 
This is because work involvement is getting better in its implementation if it is observed from work indicators, actively 
participates, and considers performance. 
 Active participation is also well-perceived by respondents in its implementation. This means that employees 
realize that actively participating in other work units with higher positions is very important, feel that they get satisfac-
tion through participating in better positions, and assume that participating will have positive implications for career 
advancement. 
 However, the work assessed by respondents was not optimal in its implementation. This means that em-
ployees have not fully gotten the opportunity to develop themselves because of work performance, have not been fully 
promoted to higher positions because of their priority, and have not been fully promoted to higher positions because 
the current position is not by the achievements of the employee. 
 The results of this study also support previous research, namely those conducted by Warring-Angin et al. 
(2020), Qodariah et al. (2019), that work involvement affects job satisfaction. Based on the description of the discus-
sion, it can be seen that the observed work involvement of the job indicators, active participation, and perceived per-
formance can increase employee job satisfaction which is implemented in job indicators, active participation, and con-
sidered performance. However, work involvement in terms of placement has not been optimal so that it affects the res-
olution of conflicts is also not optimal. In this regard, the policy to optimize the intensity of promotion is to provide op-
portunities for promotion employees because of their work performance, 
The Effect of Work Engagement on Performance 
 The results of the study indicate that direct work involvement has no significant effect on employee perfor-
mance at the Kendari Navigation District Office. This means that better work involvement is not followed by a signifi-
cant increase in performance. Job involvement is observed from job indicators, active participation, and considers per-
formance. This means that employees are allowed to participate in developing a career which is important for em-
ployees to improve organizational performance. 
 The intensity of the mutation is also well perceived by the respondents in its implementation. This means that 
employees are aware that being transferred to another work unit with a higher position is very important, feel that they 
get career satisfaction through a transfer to a better position, and assume that a mutation will have positive implications 
for career advancement. 
 The implication of the condition of involvement on employee performance is that there is no significant im-
provement in performance if it is observed from the indicators. This is because the career development models per-
ceived by employees are not in line with the desired expectations, such as Port Technical Training or Marine Transpor-
tation Technical Training. The results of this study do not strengthen the opinion expressed by Mangkunegara, (2014) 
Wibowo, (2012) that work involvement affects employee performance. However, the results of this study are not in line 
with research which conducted by Qodariah et al. (2019), concluded that work involvement has a direct effect on per-
formance. 
The Effect of Job Satisfaction on Performance 
 The results showed that job satisfaction directly had a significant effect on employee performance at the Ken-
dari Navigation District Office. This means that better job satisfaction will improve employee performance. This is quite 
reasonable because job satisfaction has been good in its implementation if it is observed from the indicators of the 
work itself, payments, promotions, and working conditions. The indicators of the work itself are implemented through 
employee attitudes, namely loyal employees in carrying out their duties, loyal to the leadership, and loyal in coordinat-
ing with co-workers. Meanwhile, the promotion indicators are reflected in the policy of changing positions, which is car-
ried out properly, placing employees in new positions based on ability and changing positions can spur increased per-
formance. 
 The implication of good job satisfaction is an improvement in employee performance which is implemented 
through improving work performance, expertise, individual behavior, and leadership. Improved work performance in 
this case is the work that is obtained by the quality expected by the leadership, by organizational goals and the results 
of my work provide benefits to the organization. In terms of expertise, employees can work together well in carrying out 
assigned tasks, can communicate well in carrying out assigned tasks, and have the initiative in carrying out assigned 
tasks. Furthermore, in terms of individual behavior, employees are honest in carrying out their duties. 
 The results of this study also strengthen previous research conducted by Sari & Susilo (2018), Abdulrahman 
Ahmed Bako (2014), and Alamdar Hussain Khan, et.al (2012) that job satisfaction affects performance. However, work-
ing conditions are not optimal it affects employees in leading themselves to work, giving authority, and being honest in 
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carrying out their duties. Therefore, the policy that must be carried out to optimize achieving good job satisfaction is to 
resolve problems that have occurred, choose the best way to solve these problems, and avoid disputes between co-
workers. 
The Role of Job Satisfaction in Mediating the Effect of Job Empowerment on Performance 
 Based on the results of the study, job satisfaction did not mediate the effect of work empowerment on em-
ployee performance at the Navigation District Office. This is because job satisfaction in terms of working conditions has 
not been good in its implementation. It means that there are still problems that have not been resolved, there is no best 
way to solve problems and there are still disputes between some employees and their colleagues in the same work 
unit. Therefore, this condition weakens the position of job satisfaction in strengthening the influence of empowerment 
on employee performance. Besides that, their ability to carry out their main tasks and functions is also low because 
they have never attended training related to their job descriptions and have not given a positive response to ideas put 
forward by colleagues in the same work unit. Furthermore, in terms of performance, especially in the aspect of the 
ability to lead oneself in work (initiative), it is still not optimal, including giving authority and honesty in work. 
 The results of this study do not strengthen the results of research conducted by Sari & Susilo (2018), Giovan-
ny and Meily (2013), that job satisfaction can be used as a mediating variable. This difference is due to the different 
indicators used in observing job satisfaction where Giovanny and Meily use indicators of the speed of service, the ac-
curacy of diagnosis, friendliness of officers, and responsiveness in providing services to the needs of students at Ma-
ranatha Christian University. 
The Role of Job Satisfaction in Mediating the Effect of Job Engagement on Performance 
 Based on The results of the study, job satisfaction does not mediate the effect of career development on em-
ployee performance at the Kendari Navigation District Office. This is because the indicators of job satisfaction in terms 
of the work itself have not been maximized in its implementation. It means that there are still problems that occur that 
have not been resolved, there is no best way to solve problems and there are still disputes between several employees 
and their colleagues in the same work unit. Therefore, this condition weakens the position of job satisfaction in streng-
thening the effect of job involvement on employee performance. In addition, on the work involvement side, there are 
also weaknesses, namely, employees have not fully gotten opportunities in work even though the person concerned 
has work performance, Furthermore, in terms of performance, especially in the aspect of the ability to lead oneself in 
work (initiative), it is still not optimal, including in giving authority and honesty in work. 
Research Limitations 
 The author realizes that the implementation of this research cannot be separated from various limitations. 
These limitations include: 

1. The research location is limited to only one work unit, therefore it can be developed in other SKPDs in the 
Southeast Sulawesi Province. 

2. The model analyzed is still limited to the relationship between exogenous variables (job analysis and job in-
volvement) to endogenous (employee performance) and mediated (job satisfaction). Therefore, it can still be 
developed by adding other variables that can improve performance. 

3. The indicators used in the research to observe the variables are still limited to only one theory put forward by 
one expert opinion. Therefore, it is possible to modify the indicators through exploratory techniques. 

CONCLUSIONS AND RECOMMENDATIONS 
Conclusion 
 Based on the results of research and discussion, the following conclusions can be drawn: 

1. Work Empowerment has a significant effect on employee job satisfaction inKendari Navigation District 
Office. 

2. Work Empowermentno significant effect on employee performance at the Kendari Navigation District Office. 
3. Job involvement has a significant effect on job satisfaction at the Kendari Navigation District Office. 
4. Work involvement has no significant effect on employee performance at the Kendari Navigation District 

Office. 
 

Suggestion 
 Based on these conclusions, it is recommended several things to be implemented as follows: 

1. The need for superiors to pay attention to the intensity of promotions based on work performance and 
seniority so that employee conflicts can be avoided. 

2. The need for employees to pay attention to attending education and technical training so that they can carry 
out their duties and carry out their authority. 

3. The need to develop this research in several SKPDs in the province of Southeast Sulawesi. Besides, it can 
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still be developed on the satisfaction variable is not used as a moderating variable. 
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