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ARTICLE INFO ABSTRACT 
 A company's growth depends on various factors, including skills or a promising 

career. This factor is considered to have the most influence on a company's progress. 
Therefore, this research will test whether talent management and career 
development influence company performance at Bank Syariah Aceh. Data collection 
used explanatory research with a sample of 205 respondents. The research results 
show that talent management and career development positively and significantly 
affect the job satisfaction of Bank Aceh Syariah employees in Aceh Province. Talent 
management and career development also have a positive and significant effect on 
the performance of Bank employees. Apart from that, job satisfaction has a positive 
and significant effect on the performance of Bank Aceh Syariah employees in Aceh 
Province. Meanwhile, talent management and career development indirectly have a 
positive and significant effect on employee performance through job satisfaction at 
Bank Aceh Syariah, Aceh Province. The research conclusion is that all variables 
influence improving performance at Bank Syariah Aceh. 
 
Keyword : Talent Management, Career Development, Performance, Job 
Satisfaction. 

 
INTRODUCTION 

 
PT Bank Aceh Syariah was founded on the initiative of the Aceh government, which the Regional People's 
Representative Council approved as the Aceh regional development bank. The Bank Aceh Annual Report 
(2022) shows that Bank Aceh recorded good performance while maintaining financial performance growth, 
resilience, and intermediation functions. Bank Aceh's performance is gradually increasing in line with national 
economic growth. Overall, Bank Aceh has performed well and experienced positive growth. Bank Aceh Syariah 
achieved its success because of the contribution of its employees. Performance, according to Tash et al. (2016), 
is defined as a person's success in an organization by considering their own responsibilities. Companies must 
ensure the components that influence good employee performance to achieve this. However, according to 
Mathis and Jackson (2003), in discussions about employee performance, it must be distinct from various 
factors, such as career development and talent factors.  
Isanawikrama et al. (2016) define talent management as a concept that includes methods for planning, 
acquiring, developing, and retaining talent. In other words, talent management is part of various processes, 
such as development. Nila et al. (2016) stated that talent management is finding various initiatives. In 
addition, how the company tries to develop and retain talented employees. Staff synergy that matches strategic 
qualifications is needed to optimize performance and increase company excellence. It was even found that 
employee performance is influenced by talent management (Rahmawati, 2019; Ngiu et al., 2021; Khalil et al., 
2022). 
Career development is also a component that influences employee performance. If the company provides good 
career development, employees will try harder to do their jobs better (Febriansyah, 2016). According to Balbed 
and Sintaasih (2019), career development improves employees' workability to achieve their career goals. The 
company supports career development and expects good feedback from employees. However, according to 
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Wariati and Sugiati (2015), career development is a self-development effort a person makes to achieve their 
career goals. According to Ambar et al. (2009), two main stages of corporate career development were 
evaluated: Career Management and Career Planning. Therefore, career development has an impact on better 
employee performance levels (Katharina dan Dewi, 2020; Muthumbi dan Kamau, 2021; Iis et al., 2022). 
To see how these three variables influence employee performance, this research combines job satisfaction as 
an intervening variable to see how talent management and career development variables influence employee 
performance indirectly. This is because few studies combine these five variables in one study. Bank Aceh 
Syariah is very grateful to its employees who continue to perform at their best. To ensure company 
performance remains stable, testing whether the talent management and career development components can 
maintain stability and increase is necessary.  

 
RESEARCH METHOD 

 
This research uses explicit research to find and limit research so that it is relevant and can be studied 
(Zikmund, 2000). This study is verification in nature. Nazir (2017) said verification research methodology 
tests hypotheses to determine causal relationships between variables. Talent management and career 
development are used as independent variables, job satisfaction as an intervening variable, and employee 
performance is used as a dependent variable. SmartPLS software uses a partial least squares approach to 
process all variable data to analyze the structural equation model. 
 
Research Population and Sample 
This research analyzes employees of PT Bank Aceh Syariah Aceh Province. The researcher determined the 
sample size by using the maximum probability estimation method of 205 respondents. In this research, there 
are two sampling methods: probability samples and impossibility samples (Malhotra, 2010). In the non-
probability method, each individual in the population has a different chance of being sampled from the 
research sample unit (Malhotra, 2010). This research gives each variable a score based on a five-option Likert 
scale. The SS (Strongly Agree) scale received a score of 5, S (Agree) received a score of 4, N (Neutral) received a 
score of 3, TS (Disagree) received a score of 2, and STS (Strongly Disagree) received a score of 1. The media 
used are questionnaires and questionnaires. 
 
Validity and Reliability Test 
Validity test 
Construct validity is a type of validity test. The indicator model's or reflective dimension's validity can be tested 
by conducting convergent validity and discriminant validity tests. The convergent validity test results show 
that the filling factor and AVE are sufficient, with values of 0.50 to 0.60. In the discriminant validity test, it is 
recommended that the AVE root value must be greater than 0.50. The VIF value can also be used for analysis. 
The VIF value outside the model with a score <5 indicates that the construct is valid or worthy of consideration 
for subsequent analysis. 
 
Reliability Test 
A reliable instrument is an instrument that produces the same data every time it measures the same object. 
One of the statistics most often used to evaluate the reliability of research instruments is the Cronbach's alpha 
coefficient. According to Sugiyono (2019), a questionnaire is considered reliable if the respondent's answers to 
statements are consistent occasionally. Composite reliability and Cronbach's alpha are two criteria that can be 
used to test the reliability of indicator models or reflective dimensions. A construct is declared reliable if the 
combined value and Cronbach's alpha are each above 0.70. The average value of the outer weight is used to test 
the reliability of the indicator model or formative dimensions. If the average value of outer weight is more than 
0.70, then the indicator or dimension is considered reliable. 
 

RESULT AND DISCUSSION 
 

Variable Indicator Description 
A description of variable indicators is needed to facilitate quantitative data analysis and conclude this research. 
The following are respondents' responses to the questions asked in the questionnaire. The answers were as 
follows: very dissatisfied or strongly disagree, (2) neither satisfied nor disagree, (3) neutral, (4) satisfied or 
agree, and (5) very satisfied or strongly agree. 
 
Talent Management 
Percentage of respondents' answers according to score level classification and number of respondents' answer 
choices for each statement about talent management. Based on research, talent management variables are 
described with six indicators. As for the results of the employees' answers to each statement, the average 
answer was agreed, which can be seen from the mean value of each statement. As for the indicator, Based on 
the results obtained, the affirmative answer was dominated by 88.8% with an average of 4.26 on the indicator 
with the statement that I always compile and maintain a list of work to be completed periodically (X12). Even 
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for the statement from the third indicator, the answer results were dominated by 78.0% agree answers with an 
average of 4.09, namely, I always manage my time effectively to complete work (X13). As well as employees 
assessing that they are able to understand the situation, needs, and benefits needed by fellow employees (X14), 
the results obtained were dominated by 79.5% agree answers with an average of 4.11. 
The next indicator is that I am able to overcome obstacles by utilizing supporting factors and meeting the 
needs of decision-makers (X15). The results obtained were dominated by 81.5% agree answers with an average 
of 4.10. Meanwhile, the last indicator is that I always provide ideas, opinions, or concepts that can meet the 
needs of fellow employees (X16). The results obtained were dominated by 88.8% agree answers with an 
average of 4.19. 
 
Career development 
Percentage of respondents' answers according to score level classification and number of respondents' choice 
of answers for each statement about career development. The career development variable in the research is 
described by six indicators and the results of the employees' answers to each indicator, namely for the 
indicator. The average answer is 3.67. Based on the results obtained, the majority of the answers were 75.1%, 
with an average answer of 4.00 on the indicator, which stated that the organization always holds training 
programs for all its employees (X22). Even for the statement from the third indicator, the answer results were 
dominated by 88.8% agree answers with an average answer of 4.37, namely getting wider opportunities and 
confidence to be able to develop your career (X23). The employees assessed that the career development 
provided was in accordance with the length of service (X24). The results obtained were dominated by 88.8% 
agreeing answers with an average answer of 4.24. 
The next indicator is that employees assess that in getting career guidance provided by the organization where 
they work (X25), the results obtained were dominated by 87.3% agree answers with an average answer of 4.24. 
The final indicator, namely receiving training and education provided to employees (X26), obtained the results 
of answers dominated by agree answers as much as 84.4% with an average of 4.12. 
 
Job satisfaction 
Percentage of respondents' answers according to score level classification and number of respondents' answer 
choices for each statement about job satisfaction. Job satisfaction in the research is described by six indicators, 
and the results of the employees' answers to each indicator are for indicator Z1: I am satisfied with the 
workload assigned to me. The results obtained are dominated by 77.6% agree answers with an average answer 
of 3.98. Based on the results obtained, the affirmative answer was dominated by 89.3% with an average answer 
of 4.27 on the indicator with the statement I am satisfied with the facilities provided by the agency (Z2). Even 
for the statement from the third indicator, the answer results were dominated by 79.5% agree answers with an 
average answer of 4.03, namely, the salary and allowances I received were in accordance with the job demands 
imposed on me (Z3) as well as the employees assessing that all employees in my agency are given the same 
opportunity for promotion (Z4). The results obtained were dominated by 92.7% agree answers with an average 
answer of 4.37. 
The next indicator is that employees assess that my colleagues always provide the information I need to 
support my work (Z5). The results obtained were dominated by 81.0% agree answers with an average answer 
of 4.00. The final indicator is that my boss can be relied on when I experience problems in my work (Z6). The 
results obtained were dominated by 94.1% agree answers with an average of 4.35. 
 
Employee Performance 
Percentage of respondents' answers according to score level classification and number of respondents' choice 
of answers for each statement about employee performance. The findings show that the employee performance 
variables in the research are described by seven indicators, and the results of the employees' answers to each 
indicator show that for indicator Y1, the employee is able to determine and manage work priorities effectively. 
The results obtained are dominated by 88.8% agree answers with an average of - The average answer is 4.28. 
Based on the results obtained, the affirmative answer was dominated by 89.3% with an average answer of 4.30 
on the indicator with the statement that this employee is able to use time efficiently in carrying out all the tasks 
assigned to him (Y2). Even for the statement from the third indicator, the answer results were dominated by 
96.6% agreeing answers with an average answer of 4.54, namely that this employee is able to maintain 
effective working relationships (Y3). The next indicator states that this employee is responsible for the work 
assigned to him (Y4). The answer results were dominated by 89.3% agree answers with an average answer of 
4.28. 
The next indicator is that this employee always obeys orders or instructions from superiors (Y5). The results 
obtained were dominated by 91.7% agree answers with an average answer of 4.39. The statement stating that 
this employee always arrives on time as stipulated in the regulations (Y6) resulted in answers dominated by 
93.2% agreeing answers with an average answer of 4.38. The final indicator is that this employee often 
proposes new ideas and initiatives to complete the work (Y7). The results obtained were dominated by 92.7% 
agree answers with an average answer of 4.37. 
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SEM Test Results 
Evaluation of Measurement Models (Outer Model) 
This is a measurement model used to test the validity and reliability of the measurement model. The value of 
this test functions as a standard that must be met by a component so that it can be said that the test has 
validity and reliability for the data used. It is necessary to evaluate this measurement model to find out how big 
the influence is between indicators and constructs or variables. The measurement model for latent variables in 
SEM PLS consists of two models: a reflective model and a formative model. In this research, the reflective 
model is used to carry out evaluations using convergent validity, discriminant validity, and composite 
reliability criteria. On the other hand, the formative model measures its indicators based on substantive 
content, namely comparing the amount of weight and its significance value. It is not possible to analyze 
structures with formative indicators using convergent validity and composite reliability. The variable literacy 
results show that one indicator does not meet the requirements. The validity requirement for the convergent 
construct validity test is that the factor loading of all reflective indicators must be more than 0.6. However, if 
there is an indicator whose factor loading is less than 0.6, it must be calculated again to create a valid model. 
The results show that all variables meet the validity requirements if the loading factor value of all reflective 
indicators is greater than 0.6. In addition, if each latent variable with reflective indicators has an AVE greater 
than 0.5, then the validity of the PLS-SEM model meets the requirements. The AVE value of each latent 
variable is greater than 0.5, as shown by the analysis results shown in Table 10 below. 

 
Table 1. AVE Validity Test 
Latent Variables AVE 
Talent Management 0.627 
Career development 0.651 
Job satisfaction 0.512 
Employee Performance 0.675 

 
Next, construct reliability testing was carried out by looking at the composite reliability value and Cronbach's 
alpha value for each latent variable. If the composite reliability value and Cronbach's alpha value for each 
latent variable are more than 0.7, then the model is considered reliable. The values shown in Table 1 show that 
each latent construct has good, accurate, and consistent reliability. 
 

Table 2. Cronbach's Alpha Reliability Test and Composite Reliability 
Latent Variables       Cronbach’s Alpha                      Composite Reliability 
Talent Management 0.880 0.909 
Career development 0.816 0.881 
Job satisfaction 0.810 0.863 
Employee Performance 0.919 0.935 

 
Discriminant validity was tested thereafter. The principle used to test discriminant validity is that variables 
that show (manifest variables) of various constructs should not have a high correlation. One way to test 
discriminant validity is to compare the average variance extracted (AVE) root value of each construct with the 
correlation between the construct and other constructs. 
 

Table 3. Discriminant Validity Test 
Latent Variables AVE √AVE 
Talent Management 0.627 0.792 
Career development 0.651 0.807 
Job satisfaction 0.512 0.716 
Employee Performance 0.675 0.822 

 
According to Table 3, it is true that the AVE root value is higher in the correlation between constructs and 
other constructs, so it can be said that the model has met the requirements for discriminant validity.  
 
Structural Model Evaluation (Inner Model) 
Testing in the model, also known as a structural model, is carried out to identify the relationship between 
variables, significance values, and the rectangular R of the research model. The dependent variable is tested 
with rectangular R, and the structural path parameter coefficients are assessed with rectangular R. 
Rectangular estimation results can be accessed here. 
 

Table 4. R-Square Value 
 R-square R-square Adjusted 
Job satisfaction 0.726 0.722 
Employee Performance 0.720 0.714 
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From the R-square value above, it means that talent management and career development are able to explain 
the variation in job satisfaction by 72.6%, and the remaining 27.4% is explained by other independent 
variables that are not in the research model formulated in this study, while talent management, career 
development, and job satisfaction is able to explain the diversity of employee performance by 72.0% and the 
remaining 28% is explained by other independent variables that are not in the research model formulated in 
this study.  
 
Hypothesis test 
After all measurement requirements are met, the next step can begin, namely testing the hypothesis using the 
bootstrapping method in SmartPLS. Based on Efron and Tibshirani (1998), the bootstrapping method is a 
process of repeatedly taking new samples of N samples from initial data of size n; each sample point is taken 
from the initial data n times. In this research, the bootstrapping method was used by repeating the sample five 
hundred times. After bootstrapping five hundred times, the t-value and p-value were obtained. Five hundred 
times, bootstrapping was used to make the research results more stable and ensure that the statistical 
significance values remained consistent. Hypothesis decisions are made by comparing the calculated t-value 
with the t-table value, also known as the probability value, taking into account the level of confidence. In this 
case, the confidence level used is α = 0.05, and the t-table value is 1.96. This study will evaluate research 
models based on direct and indirect relationships between exogenous and endogenous variables. 
 
Direct Influence (Direct Effect) 
In this research, direct influence testing is needed to determine the direct influence of exogenous variables on 
endogenous variables. The results of the direct influence can be seen through the path coefficient obtained 
based on testing using SmartPLS. The following results of the path coefficient obtained are presented in Table 
5. 

 
Table 5. Direct Effect Hypothesis Test Results 

Hypothesis      Original 
 Sample 

t- 
statistics 

p- 
values 

  Conclusion 

H1 Talent Management → Job Satisfaction 0.205 2.766 0.006 Accepted 
H2 Career Development → Job Satisfaction 0.288 4.002 0.000 Accepted 
H3 Talent Management → Employee Performance 0.150 2.183 0.030 Accepted 
H4 Career Development → Employee Performance 0.410 5.224 0.000 Accepted 
H5 Job Satisfaction → Employee Performance 0.600 6.285 0.000 Accepted 

 
The first hypothesis states that talent management has a positive and significant effect on job satisfaction. 
Based on the calculation results, the influence of talent management on job satisfaction is significant, as 
indicated by the p-value (0.006) being smaller than (0.05). The original sample value of 0.205 indicates that 
the direction of the relationship between talent management and job satisfaction is positive, or the better the 
talent management, the greater the increase in job satisfaction by 0.205. Thus, H1 in this research, which 
states that talent management has a positive and significant effect on job satisfaction, is accepted. 
The second hypothesis states that career development has a positive and significant effect on job satisfaction. 
Based on the calculation results, the influence of career development on job satisfaction is significant, as 
indicated by the p-value (0.000) being smaller than (0.05). The original sample value of 0.288 indicates that 
the direction of the relationship between career development and job satisfaction is positive, or the better the 
career development, the greater the increase in job satisfaction by 0.288. Thus, H2 in this research, which 
states that career development has a positive and significant effect on job satisfaction, is accepted. 
The third hypothesis states that talent management has a positive and significant effect on employee 
performance. Based on the calculation results, the influence of talent management on employee performance 
is significant, as indicated by the p-value (0.030) being smaller than (0.05). The original sample value of 0.150 
indicates that the direction of the relationship between talent management and employee performance is 
positive, or the better the talent management, the more employee performance will increase by 0.150. Thus, 
H4 in this research, which states that talent management has a positive and significant effect on employee 
performance, is accepted. 
The fourth hypothesis states that career development has a positive and significant effect on employee 
performance. Based on the calculation results, the influence of career development on employee performance 
is significant, as indicated by the p-value (0.000) being smaller than (0.05). The original sample value of 0.410 
indicates that the direction of the relationship between career development and employee performance is 
positive, or the better the career development, the more employee performance will increase by 0.410. Thus, 
H5 in this research, which states that career development has a positive and significant effect on employee 
performance, is accepted.      
The fifth hypothesis states that job satisfaction has a positive and significant effect on employee performance. 
Based on the calculation results, the influence of job satisfaction on employee performance is significant, as 
indicated by the p-value (0.000) being smaller than (0.05). The original sample value of 0.600 indicates that 
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the direction of the relationship between job satisfaction and employee performance is positive, or the better 
talent management, the more employee performance will increase by 0.600. Thus, H7 in this study, which 
states that job satisfaction has a positive and significant effect on employee performance, is accepted.     
 
Indirect Influence  (Indirect Effect) 
The indirect effect is the magnitude of the product of the direct effect of the independent variable on the 
mediating variable and the direct effect of the mediating variable on the dependent variable. By using the 
output from SmartPLS, the overall magnitude of the indirect effect is summarized in Table 6 below :  

 
Table 6. Indirect Effect Hypothesis Test Results 

Hipotesis     Original 
 Sample 

t- 
statistics 

p- 
    values 

Conclusion 

H6 Talent Management → Job satisfaction → Employee Performance 0.123 2.404 0.017 Accepted 
H7 Career development → Job satisfaction → Employee Performance 0.173 5.096 0.000 Accepted 

 
The sixth hypothesis states that talent management has a positive and significant effect on employee 
performance through job satisfaction. If you look at the calculation results, the influence of talent management 
on employee performance through job satisfaction is significant, as indicated by the p-value (0.017), which is 
smaller than (0.05). The original sample value of 0.123 indicates that the direction of the relationship between 
talent management and employee performance through job satisfaction is positive. Thus, H8 in this research, 
which states that talent management has a positive and significant effect on employee performance through 
job satisfaction, is accepted. 
The seventh hypothesis states that career development has a positive and significant effect on employee 
performance through job satisfaction. If you look at the calculation results, the influence of career 
development on employee performance through job satisfaction is significant as indicated by the p-value 
(0.000) being smaller than (0.05). The original sample value of 0.173 indicates that the direction of the 
relationship between career development and employee performance through job satisfaction is positive. Thus, 
H7 in this research, which states that career development has a positive and significant effect on employee 
performance through job satisfaction, is accepted.   
 

Discussion 
 

The Influence of Talent Management on Job Satisfaction 
The research results show that talent management has a positive effect on the level of employee satisfaction at 
Bank Aceh Syariah, Aceh Province. In other words, if the level of talent management in the company is 
improved, then employees will be more satisfied with their jobs. Nowadays, it is considered very important to 
manage talent. According to some experts, talented employees are highly talented and highly talented 
employees who can significantly influence the company's performance. They also argue that talent 
management pays attention to key individuals, namely talented people who will be at the top (Smilansky, 
2008). 
Talent management strategies are related to improving organizational performance and are crucial in 
determining employee attitudes. Training and development opportunities increase discretion motivation, 
improving employee behavior and satisfaction with career development opportunities (Latief et al., 2019). 
Ultimately, this increases overall job satisfaction. Job satisfaction and performance increase when someone 
works in a workplace with a broad scope and opportunities for collective development. Achieving better 
employee performance at lower costs and employee satisfaction is the most important thing for organizations 
(Theo & Voordt, 2004). Satisfaction drives commitment, which produces high commitment in the 
organization (Preez and Bendixen, 2015). One of the problems that hinders a company's progress is how to 
increase employee satisfaction. A company's financial status may reflect employee satisfaction (Cao and Chen, 
2016). Prosperous organizations typically employ various talent management strategies to increase employee 
satisfaction. 
In general, employee job satisfaction is directly influenced by talent management (Sunarno et al., 2022; 
Febrianti et al., 2020). One of the best indicators of talent management is a job list that is always compiled and 
kept. This indicates that employees manage their talent by regularly compiling and maintaining job lists. This 
shows that Bank Aceh Syariah Aceh Province employees are cautious in compiling a list of tasks that must be 
completed according to time and priority. This will increase employee satisfaction because it will be easier to 
prioritize which tasks to complete first. 
 
The Effect of Career Development on Job Satisfaction 
The research results show that career development factors positively impact employee job satisfaction at Bank 
Aceh Syariah Aceh Province. This means that employee job satisfaction will increase if the company provides 
more career development. According to Marwansyah (2012), career development is self-development activities 
carried out by someone to achieve their career plans. Companies or HR managers have made previous plans to 
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improve employees' careers while they work with this development (Kadarisman, 2015). As a form of social 
responsibility, companies are responsible for providing welfare to their employees through career development.  
Organizations must conduct career development to help employees prepare for future career advancement and 
opportunities. Good career planning will help companies change attitudes (Aguinis, 2013; Ingtyas et al., 2021). 
Besides, employee job satisfaction can be achieved with good career development and pleasant working 
conditions (Nurdini et al. 2019; Hanifah & Purba, 2021). According to many studies, career development has a 
positive and significant effect on job satisfaction (Sunarno et al., 2022; Iis et al., 2022; and Febriyanti et al., 
2020). Getting more opportunities and confidence to develop your career is the strongest indicator of career 
development. This shows that employee job satisfaction will increase if the company gives them the 
opportunity and trust to develop their careers.  
 
The Influence of Talent Management on Employee Performance 
Nila et al. (2016) stated that talent management selects various initiatives to help companies develop and 
retain talented employees. Staff synergy that matches strategic qualifications is needed to optimize 
performance and increase company excellence. Talent management is an action taken by a company to ensure 
that a leader is available for an essential position in the future (Pella & Afifah, 2011; Wickramaaratchi & Perera, 
2020). Performance is influenced by talent management, meaning that the better the talent management, the 
better the employee's performance (Octavia & Susilo, 2018). The research results show that talent 
management positively and significantly impacts employee performance; in other words, more talent 
management means more employee performance. The indicator that best shows talent management is 
compiling and maintaining a list of tasks that must be completed regularly, while the indicator that shows 
employee performance This shows that employee performance and talent management are positively 
correlated (Tash et al., 2016; Dixit & Arrawatia, 2018; Prasetya et al. al., 2016). 
 
The Influence of Career Development on Employee Performance 
To attract, develop, and retain high-potential employees at all levels, various initiatives are known as career 
development. According to Martoyo (2007), career development is a condition that shows that a person's 
status in an organization increases by the career path the organization has determined. Meanwhile, Gorda 
(2004) stated that career development in a company would increase employee satisfaction, loyalty, and 
creativity, thereby increasing employee performance. Employees must receive career development in each job 
to increase their work morale and provide the best service. If companies ignore this, employees will not be 
highly competitive and less satisfied with their jobs. This will, of course, have an impact on performance, 
which in turn will result in a decrease in company profits. Therefore, Iis et al. (2022) stated that guaranteed 
employee career improvement or development provided by the company will have an impact on 
improving employee performance. 
These statements and research results are based on previous research findings, which found that career 
development impacted the performance of Bank Aceh Syariah employees in Aceh Province. In this research, 
the indicator that best shows career development is getting more opportunities and self-confidence to advance. 
In addition, an employee performance indicator is the employee's ability to maintain effective working 
relationships. This can be seen at PT Bank Aceh Syariah, where employees have more opportunities to develop 
their careers, impacting employee performance (Balbed & Sintaasih, 2019; Muthumbi & Kamau, 2021). 
 
The Effect of Job Satisfaction on Employee Performance 
Good employees indicate an excellent organization. Management processes and an efficient workplace are 
essential to increasing employee productivity (El-Zeiny, 2012). Job satisfaction is one component that 
influences employee performance. Performance and job satisfaction are interconnected (Eliyana et al., 2019). 
Job satisfaction is a positive and optimistic emotional state regarding assessing work results and work 
experience (Padmanabhan, 2021). High job satisfaction usually results in better performance for employees. 
Organizations with employees who are satisfied with their work tend to be more productive and effective 
(Eliyana et al., 2019). The principle of job satisfaction is feelings of pleasure or dislike towards the work done. 
Employees who see their work as something enjoyable will tend to have high productivity, and this will 
improve employee performance. 
This statement is based on research findings that job satisfaction positively and significantly impacts employee 
performance. This shows that if employee satisfaction increases, employee performance will increase. The 
indicator that best shows job satisfaction is that superiors can be relied on when employees experience 
problems in their workplace. The indicator that shows employee performance is the employee's ability to So, 
job satisfaction will have a positive impact on employee performance (Rodrigo et al., 2022; Susanto et al. ., 
2022).  
 
The Influence of Talent Management on Employee Performance Through Job Satisfaction 
A company will become more competitive if its talents are managed and adapted to needs (Novitasari & Asbari, 
2020). Companies are increasingly aware of talent; they compete to get highly talented employees through 
training and regeneration and looking for employees from outside. Since talent shortages can negatively 
impact a company's future growth, recruiting and retaining talented employees is crucial (Khairina et al., 
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2022; Amal et al., 2022). The amount of talent lost to businesses has reduced labor availability and 
organizational demand, impacting employee satisfaction and performance. Every organization must consider 
the employee satisfaction factor, which is considered very important. Often, a person's performance is 
influenced by their job satisfaction. A higher level of job satisfaction is related to the resulting performance 
(Nurhasanah et al., 2022; Siahaan et al., 2022). 
This is to research findings that show that job satisfaction can mediate the influence of talent management on 
employee quality. This suggests that more talent management goes hand in hand with employee job 
satisfaction levels, leading to improved employee performance. This conclusion aligns with the findings, which 
show that the indicator that best shows talent management in this research is that employees always draft their 
work.  
 
The Influence of Career Development on Employee Performance Through Job Satisfaction 
Performance increases as a result of career development. So, career development does not simply mean 
promotion or a higher position, but encouraging you to advance in your work at the company. According to 
Khan et al. (2016), providing employees with appropriate training and development programs can encourage 
them to improve their skills, impacting their work results. According to Shujaat et al. (2013), employee job 
satisfaction depends on the career development opportunities available in the organization. This study shows 
that management tries hard to keep employees satisfied and attract new employees. Employees tend to be 
happier with their level of career development (Umar, 2015; Amin et al., 2021). Jusuf et al. (2016) state that 
employee satisfaction is positively correlated with the level of opportunities for employees to develop their 
careers. According to Trivellasa et al. (2015), if employees are placed in positions that suit their interests and 
abilities, they will work well and have high job satisfaction. Instead, career success and job demands are 
shaped by the roles and tasks assigned to them.  
The research results show that the career development variable positively affects employee performance 
through job satisfaction at Bank Aceh Syariah, Aceh Province. This shows that job satisfaction can mediate the 
relationship between career development and employee performance. The results show that the indicator that 
best describes career development is getting wider opportunities and confidence to continue your career. One 
of the indicators that best shows job satisfaction is that my boss can be relied on when I face problems in my 
work. Apart from that, an indicator that shows employee performance is that employees can maintain effective 
working relationships. This aligns with the company, providing wider opportunities and trust for employees to 
improve their careers. Superiors play a role in encouraging them to do so, In addition, superiors play a role in 
encouraging employees by helping them complete their tasks. Thus, career development positively and 
significantly impacts performance through job satisfaction (Sudiarditha et al., 2019; Sofyan et al., 2016). 

 
CONCLUSION 

 
Based on the results of the tests that have been carried out, it can be concluded that several research results 

were found, namely as follows : 
a. Talent management positively and significantly affects employee job satisfaction at Bank Aceh Syariah Aceh 

Province. 
b. Career development has a positive and significant effect on the job satisfaction of Bank Aceh Syariah 

employees in Aceh Province. 
c. Talent management positively and significantly affects the performance of Bank Aceh Syariah employees in 

Aceh Province. 
d. Career development positively and significantly influences the performance of Bank Aceh Syariah 

employees in Aceh Province. 
e. Job satisfaction positively and significantly affects the performance of Bank Aceh Syariah employees in 

Aceh Province. 
f. Talent management positively and significantly affects employee performance through job satisfaction at 

Bank Aceh Syariah Aceh Province. 
g. Career development has a positive and significant effect on employee performance through job satisfaction 

at Bank Aceh Syariah Aceh Province. 
 

REFERENCES 
 

1. Aguinis H. 2013. Performance Management (3rd ed). New Jersey: Pearson Prentice Hall. 
2. Ambar, Sulistiyani T, & Rosidah. 2009. Manajemen Sumber Daya Manusia. Yogyakarta : Graha Ilmu. 
3. Amal, B. K., Pasaribu, F., & Purba, A. S. (2022). The Analysis Of The Benefits Of Expo Bank Sumatera 

Utara To Reduce Poverty. Webology, 19(1), 6900-6920. 
4. Amin, Z., Burhanuddin, B., Shadiq, T. F., & Purba, A. S. (2021). How The Choice of Academic Majors and 

Students' Future Achievements According to The Talent Path. Nazhruna: Jurnal Pendidikan Islam, 4(3), 
672-684. 

5. Balbed A, & Sintaasih DK. 2019. Pengaruh pengembangan karir terhadap kinerja pegawai melalui 
pemediasi motivasi kerja pegawai. E-Jurnal Manajemen. 8(7): 4676-4703. 



10381                                                           2475et al / Kuey, 30(5),  A Hadi Arifin                                                        

 

6. Bank Aceh. 2022. Laporan Tahunan Bank Aceh Tahun 2022. Banda Aceh: Bank Aceh Syariah. 
7. Cao CX, & Chen C. 2016. Value of employee satisfaction during the financial crisis. Managerial Finance. 

42(12): 1208-1225. 
8. Dixit S, & Arrawatia MA. 2018. The impact of talent managemet on job satisfaction an employee 

performance in public sector banks of Rajasthan. International Journal of Creative Research Thoughts. 
6(1): 425-435. 

9. Efron B, Tibshirani RJ. 1998. An Introduction to the Bootstrap (2nd ed). New York (US): Chapman & 
Hall. 

10. El-Zeiny RMA. 2012. The Interior Design of Workplace and its Impact on Employees’ Performance: A 
Case Study of the Private Sector Corporations in Egypt. Procedia - Social and Behavioral Sciences, 
35(December 2011), 746–756. Https://doi.org/10.1016/j.sbspro.2012.02.145 

11. Eliyana A, Ma’arif, S, & Muzakki. 2019. Job satisfaction and organizational commitment effect in the 
transformational leadership towards employee performance. European Research on Management and 
Business Economics. 25(3): 144–150. Https://doi.org/10.1016/j.iedeen.201 9.05.001 

12. Febriansyah RE. 2016. Pengaruh pengembangan karir terhadap kinerja pegawai melalui kepuasan karir 
dan komitmen karir sebagai variabel intervening. Prosiding Seminar Nasional Ekonomi dan bisnis & 
Call For Paper FEB UMSIDA. 

13. Febriyanti, G. A. (2020). Pengaruh Pertumbuhan Perusahaan, Ukuran Perusahaan, Perencanaan Pajak 
Terhadap Manajemen Laba Dengan Good Corporate Governance Sebagai Pemoderasi. Jurnal Bisnis 
Terapan, 4(02), 107-122. 

14. Gorda IGN. 2004. Manajemen Sumber Daya Manusia. Bali: STIE Satya Darma. 
15. Hanifah, I., & Purba, A. S. (2021). Strengthening of Industrial Relations Courts as Efforts to Provide Legal 

Justice for Labourer. Review of International Geographical Education Online, 11(9). 
16. Ingtyas, F. T. (2021). Development of" Product Design" Learning Based On Kkni through Creative 

Industry Students. Review Of International Geographical Education, 11(3), 998-1007. 
17. Iis EY, Wahyuddin, Thoyib A, Ilham RN, & Sinta I. 2022. The effect of empowerment, work environment 

and career development on employee performance with work motivation as an intervening variable in the 
government of Aceh-Indonesia. Budapest International Research and Critics Institute-Journal. 5(2): 
12802-12813. 

18. Isanawikrama, Wibowo FA, Buana Y, & Kurniawan YJ. 2017. Analisis Pengaruh Talent Management 
Terhadap Organizational Performance Dan Dampaknya Pada Employee Retention. Jurnal Administrasi 
dan Kesekretariatan. 1(3): 150-160. 

19. Jusuf HA, Mahfud nur najamuddin, Mallongi S, dan Latief B. 2016. The effect of career development, 
leadership style and organizational culture on job satisfaction and organizational commitment. 
International Journal of Business and Management Invention. 5(3): 07-17. 

20. Kadarisman, M. 2015. Manajemen Pengembangan Sumber Daya Manusia. Jakarta: Rajawali Pers. 
21. Katharina LPP, & Dewi AASK. 2020. The effect of career development on employee performance through 

work satisfaction as a variable of mediation. International Journal of Business, Economics, and Law. 
22(1): 1-7. 

22. Khan AA, Abbasi SOBH, Waseem RM, Ayaz M, dan Ijaz M. 2016. Impact of Training and Development of 
Employees on Employee Performance through Job Satisfaction: A Study of Telecom Sector of Pakistan. 
Business Management and Strategy, 7(1), pp. 29-46. 

23. Khairina F, Games D, & Yulihasri. 2022. The influence of talent management practices on employee 
performance: The mediating role of employee engagement and employee job satisfaction (Case study at 
PT Bank Negara Indonesia (Persero) Tbk Regional Office 02). Enrichment : Journal of Management. 
12(4): 2879-2892. 

24. Khalil SM, Ihsan A, & Khel SJK. 2022. Analysing employee’s performance through talent management: 
The mediating role of organizational engagement. Journal of Contemporary Issues in Business and 
Government. 28(1): 531-546. 

25. Latief, A., Syardiansah, S., & Safwan, M. (2019). Pengaruh Komitmen Organisasi dan Kepuasan Kerja 
terhadap Kinerja Karyawan Badan Penyelenggara Jaminan Sosial Kesehatan. Jurnal Administrasi Publik 
(Public Administration Journal), 9(1), 43-48. 

26. Mathis, R.L.dan J.H. Jackson. 2003. Human Resource Management, Thompson,. New York. 
27. Muthumbi, D. M., & Kamau, J. (2021). Effect of career development on employee performance in Deloitte 

Limited, Kenya. Human Resource and Leadership, 1(1), 9-16. 
28. Malhotra, D. (2010). The desire to win: The effects of competitive arousal on motivation and behavior. 

Organizational behavior and human decision processes, 111(2), 139-146. 
29. Marwansyah, S. (2012). Kausalitas Inspeksi Keselamatandan Kesehatan Kerja Dengan Tingkat 

Kecelakaan Kerja. Jurnal Perspektif, 10(2), 202-210. 
30. Martoyo S. 2007. Manajemen Sumber Daya Manusia, Edisi 5, Cetakan Pertama. Yogyakarta (ID): BPFE. 
31. Nazir M. 2017. Metode Penelitian. Bogor (ID): Ghalia Indonesia. 
32. Ngiu Z, Jussibaliyeva AK, Hussain S, Duisenbayeva B, Ramirez-Asis E, & Pelaez-Diaz GN. 2021. The 

impact of talent management on performance moderating effect of career management. Indian Journal of 
Economics and Business. 20(2): 371-387. 

https://doi.org/10.1016/j.sbspro.2012.02.145
https://doi.org/10.1016/j.iedeen.201%209.05.001


10382                                                         A Hadi Arifin et al / Kuey, 30(5), 4752                                                  

 

33. Nisa RC, Astuti ES, & Prasetya A. 2016. Pengaruh Manajemen Talenta dan Manajemen Pengetahuan 
terhadap Kinerja Pegawai. Jurnal Administrasi Bisnis. 39(2): 141-148. 

34. Nurdini A, Sumiyati S, & Purnama R. 2019. Level of Job Satisfaction Seen from the Perspective of the 
Social Work Environment and Career Development. Strategic: Journal of Business Management 
Education. 18(1): 37. Https://doi.org/10.17509/strategic.v18i1.17589 

35. Nurhasanah N, Jufrizen J, & Tupti Z. 2022. Pengaruh Etika Kerja, Budaya Organisasi Dan Beban Kerja 
Terhadap Kinerja Pegawai Dengan Kepuasan Kerja Sebagai Variabel Intervening. Jesya (Jurnal Ekonomi 
& Ekonomi Syariah). 5(1), 245–261. Https://doi.org/10.36778/jesya.v5i1.618 

36. Novitasari, D., & Asbari, M. (2020). Impact of talent management, authentic leadership and employee 
engagement on job satisfaction: evidence from south impact of talent management , authentic leadership 
and employee engagement on job satisfaction : evidence from South East Asian. Journal of Critical 
Reviews. 7(19): 67-88. 

37. Octavia HV, & Susilo H. 2018. Pengaruh manajemen talenta terhadap kinerja pegawai (studi pada 
pegawai PT Pertamina Geothermal Energy Area Ulubelu). Jurnal Administrasi Bisnis (JAB). 60(2): 186-
191. Retrieved from Student Journal Administrasi Bisnis UB 

38. Padmanabhan S. 2021. The impact of locus of control on workplace stress and job satisfaction: A pilot 
study on private-sector employees. Current Research in Behavioral Sciences, 2(February), 100026. 
Https://doi.org/10.1016/j.crbeha.2021.100026. 

39. Purba, A. S., Hufad, A., Negara, C. P., Nasrawati, N., & Ramdani, A. M. (2018, November). The 
implication of Baduy Dalam tribe’s closure on Indonesia’s rank in the World Economic Forum. In Annual 
Civic Education Conference (ACEC 2018) (pp. 426-428). Atlantis Press. 

40. Pella DA, & Inayati A. 2011. Talent Management: Mengembangkan SDM untuk Mencapai Pertumbuhan 
dan Kinerja Prima. Jakarta: PT. Gramedia Pustaka Utama. 

41. Prasetya A, Nisa RC, & Astuti E. 2016. Pengaruh manajemen talenta dan manajemen pengetahuan 
terhadap kinerja pegawai (Studi pada Pegawai PT. PLN (Persero) Distribusi Jawa Timur, Surabaya). 
Jurnal Administrasi Bisnis. 39(2): 141–148. 

42. Preez RD, & Bendixen MT. 2015. The impact of internal brand management on employee job satisfaction, 
brand Commitment and intention to stay. International Journal of Bank Marketing. 33(1): 78-91. 

43. Purba, A. S., Hufad, A., & Sutarni, N. (2019). Women’s entrepreneurial literacy and their business 
competitiveness. In Research for Social Justice (pp. 163-168). Routledge. 

44. Rahmawati HA. 2019. Pengaruh manajement talenta terhadap kinerja pegawai melalui retensi pegawai 
pada PD BPR Bank Daerah Lamongan. Jurnal Ilmu Manajemen. 7(2): 419-429. 

45. Rodrigo JAHN, Kuruppu CL, & Pathirana GY. 2022. The impact of job satisfaction on employee 
performance: A case at ABC manufacturing company. Asian Journal of Economics, Business and 
Accounting. 22(2): 1-9. 

46. Seema, Choudhary V, & Saini G. 2021. Effect of job satisfaction on moonlighting intentions: mediating 
effect of organizational commitment. European Research on Management and Business Economics. 
27(1), 100-137. Https://doi.org/10.1016/j.iedeen.2020.100137. 

47. Siahaan, M., Anantadjaya, S. P., Kurniawan, I. M. G. A., & Purba, A. S. (2022). Syariah Technology 
Financial Potential to Reach Non-bank Financing. Webology, 19(1), 77-91. 

48. Shujaat S, Sana S, Aftab F, & Ahmed I. 2013. Impact of career development on employee satisfaction in 
private banking sector Karachi. Journal of Management and Social Sciences. 9(2): 1-8. 

49. Smilansky J. 2008. Developing Executive Talent: Metode Efektif Untuk Mengidentifikasi Dan 
Mengembangkan Pemimpin Dalam Perusahaan (1st Ed.). Jakarta: PPM. 

50. Sofyan M, Rahman A, Bima MJ, & Nujum S. 2016. The effect of career development and working 
discipline towards working satisfaction and employee performance in the regional office of ministry of 
religious affairs In South Sulawesi. International Journal of Scientific and Technology Research. 5(3): 
51-57. 

51. Sudiarditha IKR, Dianta K, Susita D, & Aisyah N. 2019. Placement, career development on employee 
performance with job satisfaction as intervening variables. DLSU Business & Economics. 28(3): 73-80. 

52. Sunarno N, Susita D, & Wolor CW. 2022. Effect of work environment and training on job satisfaction 
through career development mediation. The International Journal of Social Sciences World. 4(1): 193-
203. 

53. Susanto P, Hoque ME, Jannat T, Emely B, Zona MA, & Islam MA. 2022. Work-life balance, job 
satisfaction, and job performance of smes employees: the moderating role of family-supportive supervisor 
behaviors. Front. Psychol. 13:906876. Doi: 10.3389/fpsyg.2022.906876 

54. Sugiyono. (2019). Metodelogi Penelitian Kuantitatif dan Kualitatif Dan R&D. Bandung: ALFABETA. 
55. Tash MS, Ali ENC, & Ahmadzadeh M. 2016. The effects of talent management on employee performance 

in oil jam petrochemical complex (Oil JPC): The mediating role of job satisfaction. International Journal 
of Economics and Finance. 8(6): 226-230. 

56. Theo JM, & Voordt. VD. 2004. Productivity and employee satisfaction in flexible workplaces. Journal of 
Corporate Real Estate. 6(2): 133-148 

https://doi.org/10.17509/strategic.v18i1.17589
https://doi.org/10.36778/jesya.v5i1.618
https://doi.org/10.1016/j.crbeha.2021.100026
https://doi.org/10.1016/j.iedeen.2020.100137


10383                                                           2475et al / Kuey, 30(5),  A Hadi Arifin                                                        

 

57. Trivellasa P, Kakkos N, Blanas N, & Santouridis I. 2015. The impact of career satisfaction on job 
performance in accounting firms. The mediating effect of general competencies. Procedia Economics and 
Finance. 33: 468 – 476.  

58. Umar A. 2015. The Effect of Motivation and Career Development Against Employees’ Performance and 
Job Satisfaction of the Governor Office South Sulawesi Province, Indonesia. International Journal of 
Management Sciences. 5(9): 628-638. 

59. Wickramaaratchi DR, & Perera GDN. 2020. The impact of talent management on employee performance: 
The mediating role of job satisfaction of generation Y Management Trainees in selected public banks in 
Sri Lanka. Sri Lankan Journal of Human Resource Mangement. 10(1): 21-36. 

60. Zikmund WG. 2000. Business Research Methods. South Western (US): Cengage Learning. 
61. Wariati, N., & Sugiati, T. (2015). Pengaruh Disiplin Kerja Dan Pengalaman Kerja Terhadap Kinerja 

Pegawai Dinas Pendapatan Pengelolaan Keuangan Dan Aset Kabupaten Barito Timur. Jurnal wawasan 
manajemen, 3(3), 217-228. 

 


