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Abstract

The Kijang Port in Riau, marked by heavy congestion and high
traffic density in sea transportation, operates in an era of fierce
competition, not only from domestic but also international
competitors due to the influence of free trade. In this context,
businesses strive to enhance their resource utilization efficiency
to secure a competitive edge. Notably, employee performance
stands at the core of organizational success, significantly affected
by various factors, including work motivation, job rotation, and
career development. This study explores these elements and their
impact on employee performance at the Kijang Port. The findings
of the research showcase work motivation as the most influential
factor in driving employee performance, supported by its positive
and significant relationship. Job rotation and career development
also exhibit positive and significant effects on employee
performance, although they rank below work motivation in terms
of influence. The study recommends that organizations and
management at the Kijang Port prioritize strategies for enhancing
work motivation among employees and consider approaches to
promote job rotation and facilitate career development.
Addressing these factors has the potential to lead to improved
overall performance and productivity, underscoring the
importance of fostering work motivation, job rotation, and career
development as strategies for optimizing employee performance
at the Kijang Port, Riau Islands.
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1. Introduction

The Kijang Port in Riau is a heavily congested port, with sea transportation modes
experiencing high traffic density. This heightened competition in the business sector, triggered
by the advent of free trade, is not confined to domestic competitors but also extends to
international players. Consequently, businesses are compelled to enhance their efficiency and
effectiveness in resource utilization to secure a competitive edge (Loon & Chik, 2019). Sea
transportation plays a pivotal role in facilitating the distribution of goods through both land and
sea routes. This process also involves governmental agencies responsible for traffic regulation.
Thus, collaborative efforts among ports are crucial in delivering services to transportation users.
However, as activities at the Kijang Port continue to develop, issues have arisen. These issues
extend beyond operational challenges to human resource concerns.

Managing human resources within an organization is essential to striking a balance between
employee needs and the organization's demands and capabilities. The success of a company relies
heavily on employee performance, which is, in turn, influenced by effective and professional
human resource management (Davidescu et al., 2020). Rivai and Sagala (2009) assert that
performance is the outcome of a company's operational activities in resource utilization.
Employee performance, in particular, can be influenced by various factors, one of which is job
rotation. Job rotation can enhance work productivity since it directly impacts employee
performance. It entails periodically shifting employees between tasks. When an activity no longer
presents a challenge, employees are reassigned to another role, typically at the same level with
similar skill requirements (Niati et al., 2021).

Aside from job rotation, work motivation factors will also be examined. According to
Mangkunegara (2004), work motivation arises from an employee's attitude toward workplace
conditions. It is a driving force that mobilizes employees towards achieving company objectives,
and a motivated workforce is expected to enhance employee performance. Additionally, career
factors will be studied. Employee conduct at work, both directly and indirectly, influences the
quality of services provided. The quality of service is a key determinant of consumer assessments
regarding service products. Career progression significantly affects employee performance, as it
is contingent on an employee's work performance (Diamantidis & Chatzoglou, 2018).

Employees are the primary assets of an organization, as they play a pivotal role in determining
the organization's success in achieving its ultimate goals (Osborne & Hammoud, 2017). Hence,
organizations continually seek employees with the requisite competence and expertise to meet
their needs, ensuring that their tasks are executed accurately and efficiently. Employee
performance, as observed in the Kijang Port, is assessed based on the quality and quantity of work
completed in line with the employee's assigned responsibilities. This research assesses the impact
of work motivation, job rotation, and career on employee performance within the context of
Kijang Port in Riau Islands, aiming to understand their influence on employee performance.

2. Literature Review and Hypothesis Development

Employee performance is defined as the quality and quantity of work results achieved by an
employee in the execution of their duties in line with their assigned responsibilities. Rivai and
Sagala (2009) propose that performance is a function of motivation and ability. To successfully
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complete a task or job, an individual must possess a certain level of willingness and the necessary
skills. Effective performance is dependent on a clear understanding of what needs to be done and
how to do it. In essence, performance is the tangible output that an employee produces in
accordance with their role within the company (Riyanto et al., 2017).

The performance of employees plays a pivotal role in a company's pursuit of its objectives.
Therefore, it can be concluded that employee performance, which encompasses the quality and
quantity of work and how it's executed, significantly influences an organization's productivity
and overall performance. Performance evaluation is a system employed to assess whether an
employee has fulfilled their work responsibilities, considering both the work outcomes (what an
individual should achieve) and competence (how an individual accomplishes it). Mangkunegara
(2006) asserts that human resource performance, also known as job performance or actual
performance, pertains to the quality and quantity of work accomplished by an employee in
accordance with their assigned responsibilities.

Performance, often abbreviated as work energy kinetics, refers to the results produced by an
individual in their job or profession within a specific timeframe (Bratton et al., 2021). The level
of performance achieved by workers is closely tied to the reward system implemented by their
organization. Inappropriate rewards can negatively impact an individual's performance
improvement. Achieving a particular goal is a measure of effectiveness, whereas the significance
of the results achieved is a determinant of efficiency. If the desired results are insignificant, the
activity is considered efficient (Joung et al., 2018).

Rivai and Sagala (2009) propose that motivation is a set of attitudes and values that influence
individuals to achieve specific goals. These invisible elements provide the impetus for individuals
to work towards their objectives. Motivation is a key driver of behavior, and it operates based on
two fundamental factors: ability and motivation. Therefore, motivation is a set of attitudes and
values that affect individuals, motivating them to work enthusiastically towards their goals. One
well-known motivation theory is Abraham Maslow's Hierarchy of Needs Theory.

David McClelland identified three crucial human needs related to motivation within an
organization or company: the need for achievement, the need for power, and the need for
affiliation (Mathis et al., 2017). Motivation is influenced by both individual and organizational
factors. Factors influencing motivation include wages, working conditions, work environment,
and the organization's treatment of its employees. Motivation is the inner drive that prompts
individuals to take action, usually with the goal of achieving specific objectives. Therefore,
understanding motivation is crucial as it affects and is affected by performance, reactions to
compensation, and various other Human Resources (HR) issues.

Job rotation involves employees periodically transitioning between different tasks or
positions. This practice indirectly benefits organizations by equipping employees with a diverse
skill set, enabling more effective work planning, adaptability to changes, and filling job
vacancies. Rahman and Solikhah (2016) note that job rotation also supports human resource
development, reducing employee turnover and preventing boredom. The effects of job rotation
include reduced work saturation, enhanced knowledge and skills, improved competencies, better
management preparedness, suitable job placement, and the development of social relationships
(Kaymaz, 2010).
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organizational conditions (Ika & Donnelly, 2017).
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Figure 1. Research Framework

Work maotivation has a positive and significant effect on employee performance

H2. Job rotation has a positive and significant effect on employee performance

H3. Career Development has a positive and significant effect on employee performance.

3. Research methods
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Career development can be viewed from two perspectives: internal and external. Externally,
it is seen as a formal approach adopted by organizations to ensure individuals with the right
qualifications and experience are available as needed. A career is the process of enhancing an
individual's work-related skills to achieve their desired career objectives. In essence, career
development is an ongoing journey involving personal efforts to realize career goals aligned with

This study utilizes survey research as its research methodology, aiming to investigate the
relationship between two key variables: the independent variable and the dependent variable. In
order to gather a representative sample, a Simple Random Sampling method was employed. This
means that every employee at the Kijang Port in Riau had an equal chance of being selected,
resulting in a sample size of 75 employees. The study primarily deals with quantitative data,
which was collected and analyzed using the Statistical Package for the Social Sciences (SPSS)
software. This approach allowed for a systematic and structured analysis of the data, enabling the




Empirical Analysis of Service Quality on Consumer Satisfaction in Maritime Transportation

researchers to draw meaningful conclusions and insights about the relationship between the
variables under investigation.

4, Results and Discussion

Table 1. Validity Test Results

Item r count r table Confirmation
1. 0.837 0.2957 Valid
2. 0.712 0.2957 Valid
3. 0.767 0.2957 Valid
4 0.758 0.2957 Valid
5 0.831 0.2957 Valid
6 0.815 0.2957 Valid
7 0.621 0.2957 Valid
8 0.819 0.2957 Valid
9 0.754 0.2957 Valid
10 0.879 0.2957 Valid
11 0.827 0.2957 Valid
12 0.788 0.2957 Valid

The results of the validity test, as presented in Table 1, indicate that all questionnaire items
have been found to be valid. To assess validity, the calculated correlation coefficient (r count) for
each item was compared to the critical value (r table), which is set at 0.2957. For each of the 12
items, the r counts significantly exceeded the critical value, providing strong confirmation of the
questionnaire's validity. These findings imply that the questions within the questionnaire
effectively measure the intended variables and can be relied upon for subsequent analysis and
research, instilling confidence in the questionnaire's capability to reveal meaningful insights in
the study.

Table 2. Reliability Test Results

Research variable Alpha Coefficient  Alpha Value (a) Confirmatio
n
Work motivation (X1) 0.657 >0.6 Reliable
Job rotation (X2) 0.721 >0.6 Reliable
Career Development (X3) 0.658 >0.6 Reliable
Employee Performance (Y) 0.773 >0.6 Reliable

The results from the reliability test, as presented in Table 2, confirm the reliability of all
research variables. The Alpha Coefficient () was used to assess internal consistency, with a
threshold of 0.6 or higher indicating reliability. Work maotivation (X1) achieved an Alpha
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Coefficient of 0.657, job rotation (X2) yielded a coefficient of 0.721, career development (X3)
exhibited 0.658, and employee performance () displayed the highest reliability at 0.773. These
results demonstrate that all four research variables are reliable, ensuring that the data collected
for each variable is consistent and dependable. This enhances the study's credibility and
strengthens the validity of its findings, instilling confidence in the measures used to assess the
variables under investigation.

Y =a+biXy+bXy +bsXstu
Y =-0,589 + 0,393. X1 + 0,340. X»+0,283. X3+ p

The calculations indicate that a one-unit change in the work motivation (X1) resultsin a 0.393-
unit increase in employee performance (Y), signifying a positive relationship. Similarly, a one-
unit change in the job rotation (X2) leads to a 0.340-unit increase in employee performance, also
showing a positive relationship. Moreover, when career development (X3) changes by one unit,
employee performance (Y) increases by 0.283 units, highlighting a positive relationship.

Table 3. Linear Regression Equation Test Results

Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) -173 978 =177 .860
Work Motivation 329 .078 .346 4.187 .000
Job Rotation 408 .087 .368 4.677 .000
Career Development 241 .070 .236 3.427 .001

a. Dependent Variable: Employee Performance

The analysis of the first hypothesis suggests that Work Motivation (X1) has a positive and
significant impact on Employee Performance (). According to the results, a one-unit change in
Work Motivation results in a 0.329-unit increase in Employee Performance. The standardized
coefficient (Beta) for Work Motivation is 0.346, indicating its relatively strong influence on
Employee Performance. The statistical significance of this relationship is confirmed by the low
p-value (0.000). In summary, the first hypothesis is supported by the data, demonstrating a
positive relationship between Work Motivation and Employee Performance.

The second hypothesis pertains to the influence of Job Rotation (X2) on Employee
Performance (Y). The analysis reveals that a one-unit change in Job Rotation corresponds to a
0.408-unit increase in Employee Performance. Job Rotation exhibits a standardized coefficient
(Beta) of 0.368, indicating its notable influence on Employee Performance. Furthermore, the
statistical significance is confirmed by a low p-value (0.000). Thus, the second hypothesis is
substantiated, indicating a positive relationship between Job Rotation and Employee
Performance.

The third hypothesis examines the effect of Career Development (X3) on Employee
Performance (Y). The results indicate that a one-unit change in Career Development leads to a
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0.241-unit increase in Employee Performance. The standardized coefficient (Beta) for Career
Development is 0.236, signifying its influence on Employee Performance. The relationship is
statistically significant with a low p-value (0.001). Therefore, the third hypothesis is supported,
highlighting a positive relationship between Career Development and Employee Performance.

5. Conclusion

Based on the results of the multiple linear regression analysis and the distribution of responses
regarding the independent variables (work maotivation, job rotation, and career) that influence the
dependent variable (employee performance), several conclusions can be drawn. Work motivation
emerges as the primary and most influential factor, with a partially positive and significant effect
on employee performance at the Kijang Port, Riau Islands. Job rotation follows as the second
factor, also contributing partially and positively to employee performance. Career development
ranks third among the research factors, demonstrating a partial and significant impact on
employee performance at the Kijang Port.

Considering these findings, it is recommended that organizations and management at the
Kijang Port prioritize the enhancement of work motivation among employees. Additionally,
strategies for promoting job rotation and facilitating career development should be considered to
further improve employee performance. Addressing these factors can potentially lead to enhanced
overall performance and productivity within the organization. These findings underscore the
importance of fostering work motivation, job rotation, and career development as strategies for
optimizing employee performance at the Kijang Port, Riau Islands.
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