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ABSTRACT
Based on the turnover data of Infrastructure Department 1 of PT. Adhi Karya Tbk in 2019-2021, it is known that there is a high
turnover rate due to the work condition or location change. This study was aimed at examining the effect of compensation, career
development, and work environment on job satisfaction by using work motivation as a mediator variable. In this regard, this paper
proposes a conceptual model. Besides the conceptual model, this paper has been equipped with a research background, literature
review, hypotheses, and research methods. The application of this paper will establish the effect of compensation, career
development, and work environment on job satisfaction mediated by work motivation.
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INTRODUCTION
PT. Adhi Karya Tbk is a State-Owned Enterprise whose core business is in the field of construction services. This company plays a
role in taking projects or taking part in implementing infrastructure projects whose projects are spread all over Indonesia. This construction
service company originated from a Dutch-owned company which was finally nationalized and then designated as PN Adhi Karya in 1960.
Based on the approval of the Minister of Justice of the Republic of Indonesia, in 1974 the status changed to a Limited Liability Company. In
2004, PT. Adhi Karya Tbk has become the first construction company listed on the Indonesia Stock Exchange (adhi.co.id).
In running its business, the spearhead of the company's progress so that it can grow and develop is its human resources or
employees. However, with the condition of the project being temporary and moving, it will certainly have an impact on the job satisfaction
of the employee. For this reason, companies must find ways and strategies so that employees can continue to work at the company and do
not intend to move to other companies due to the changing work locations by considering their job satisfaction.
Based on the initial observations made for this study, in the last three years, quite a number of employees have left the company,
which lead to a fairly high turnover rate as shown in the table below:
Table 1 Employee Turnover of PT Adhi Karya Tbk in 2019-2021

Year
Number of Employees Hired
2019
89
2020
3
2021
7
Source: PT. Adhi Karya Tbk (2021)

Number of Employees Leaving
24
17
16

The employee turnover table above shows that a lot of employees leaving and coming in during the last three years. One of the
reasons behind the employee's resignation is because of the changing working conditions or locations following the development of the
project being carried out by PT. Adhi Karya Tbk. This is a challenge for the company in maintaining the presence of employees so they don't
move to other companies. One of the goals of PT. Adhi Karya Tbk is to improve employee welfare as stated in the company's vision and
mission. This is one of the company's indicators in providing satisfaction to employees, both employees who are placed in offices and
employees who are placed on projects with moving locations.
Factors that affect employee satisfaction include financial compensation, career development, working environment conditions,
and work motivation. Financial compensation involves evaluating employee contributions to distribute direct compensation and indirect
compensation fairly and justly (Suyanto, 2007:181). Compensation given by employees is very influential on the level of job satisfaction and
work motivation, as well as work results. Compensation in general can be said as a form of company remuneration to employees or output
and productivity in relation to work relations (Sudaryo, et al, 2018: 8-10).
Career development is the implementation of career planning. Career development is all personal efforts of employees aimed at
carrying out their career plans through education, training, livelihood and job acquisition, as well as work experience. To direct career
development to benefit employees and the organization, the Human Resources (HR) department conducts training and development for
employees (Elbadiansyah, 2019: 140).
Research on the effect of working environmental conditions on job satisfaction (Rahayu, Nurmayanti & Tatminingsih, 2020;
Turangan, Tewal & Taroreh, 2019) shows that work environment conditions have a positive and significant effect on job satisfaction.
Meanwhile, research conducted by Riyadi dan Harmoko (2012) and Khotmi (2020), shows that the work environment has a negative effect
on job satisfaction.
Previous research has shown that compensation has an effect on job satisfaction (Nugroho & Kunartinah (2012);; Khotmi, 2020;
Nugroho & Kunartinah, 2012). Meanwhile, research conducted by Hermingsih (2020) shows that compensation has a negative effect on job
satisfaction.
Based on the background above, this paper will discuss the formation of a conceptual model. The conceptual model in question is
a model to examine the effect of compensation, career development, and work environment on job satisfaction by mediating work
motivation.

LITERATURE REVIEW
A. Compensation
Compensation, according to Hasibuan (2017:119), is all income in the form of money, direct goods, or indirect goods
received by employees as compensation for services provided to the company. The establishment of an effective compensation
system is an important part of human resource management because it helps attract and retain talented jobs. In addition, the
company's compensation system has an impact on strategic performance.
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According to Handoko (2014: 155), compensation is everything that employees receive as compensation for their work.
Compensation programs are also important for companies because they reflect the organization's efforts to retain human resources.
Compensation is the number of packages that the organization offers to workers in return for the use of their workforce (Wibowo,
2016: 271). According to Nawawi (2011:314), compensation is an award/reward to workers who have contributed to realizing their
goals through activities called work.
Compensation is a form of payment in the form of benefits and incentives to motivate employees to increase work
productivity (Widodo 2016:155). According to Marwansyah (2016: 269), Compensation is an award or reward directly or indirectly,
financial or non-financial, that is fair and appropriate to employees, as a reward or contribution/service to the achievement of
company goals. Meanwhile, Umar (2002:16) stated that compensation is something that employees receive as compensation for
their work. Apart from being a reward, it can also motivate them to achieve the goals of the organization or company. Compensation
is anything that employees receive in return for their work. Compensation is one way for organizations to improve work
performance, motivation, and job satisfaction for employees (Rachmawati, 2007:144).
Milkovich and Newman (2008) state that compensation relates to all forms of tangible financial and service remuneration,
as well as benefits received by employees as part of an employment relationship. Rabindra and Medonca in Harnanik (2005) stated
that compensation satisfaction is the level of satisfaction with all forms of return, both financial and non-financial, received by
employees because of the services donated to the company.
Michael and Harold in Pantja Djati (2003) stated that compensation satisfaction is job satisfaction with the compensation
received from the company as a reward for their work. Mobley in Sari (2015) defines compensation satisfaction as a condition where
the expectation of compensation is in accordance with the reality of the compensation received by the employee. Dessler (2003)
stated that employee compensation is any form of payment or reward given to employees and arising from the employment of the
employee.
From the description above, it can be concluded that compensation is the compensation provided by the organization to its
employees because they have performed their obligations by fulfilling all their duties. Compensation can be either financial or nonfinancial. Compensation in the form of financial could be given in the form of salaries, wages, bonuses, commissions, employee
insurance, employee social assistance, allowances, holidays, or paid leave, while non-financial forms of compensation are in the form
of interesting tasks, task challenges, responsibilities, opportunities, recognition, and attractive work environment (Anthony &
Govendarajan, 2007).
According to Handoko (2001) and Widodo (2015: 157), the purpose of compensation can be described as follows:
1. Acquiring qualified personnel
2. Retaining current employees
3. Guaranteeing fairness
4. Rewarding desired behaviour
5. Controlling costs
6. Complying with legal regulations.
According to Hasibuan (2017:122), the principle of compensation must be based on fairness and proper principles while
maintaining the applicable labour laws:
1. Fairness principle
The amount of compensation must be in accordance with work performance, type of work, responsibilities, and
position
2. Proper principles
Compensation must be adjusted to its suitability. Although the appropriate benchmark is very relative, the
company can refer to the limits of reasonableness following the provisions applied by the government and other
regulations consistently.
According to Nawawi (2011:316), compensation can be categorized into two major groups, namely:
1. Direct compensation, which means a reward given by the company to employees because they have given their
achievements for the benefit of the company. This compensation is given because it is directly related to the work
done by the employee. For example, wages/salaries, incentives/bonuses, and job allowances.
2. Indirect compensation, which means the provision of additional compensation to employees based on leadership
policies as an effort to improve employee welfare. This compensation is not directly related to the work done by
the employee. Examples: holiday allowances, pension benefits, health benefits, etc.
B. Career Development
Human resource development for employees is a process of learning and practicing systematically to improve their
competence and performance in their current job and prepare themselves for future roles and responsibilities (Ruky, 2016: 227). If
employees are developed as well as possible, the vacancies found through human resource planning may be filled more from within.
Promotions and transfers also show employees that they have a career, not just a position. The aim of human resource development
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is for employees and managers with appropriate experience and abilities will develop appropriate skills that will increase the
organization's ability to compete and adapt to changing competitive environment (Moekijat, 1995:46). The objective of
development is to improve the level of effectiveness of employee performance in achieving the results set.
According to Rothwell (in Sutrisno, 2011:35), the human resource planning technique includes several stages, namely:
1. Investigation of both the external, internal, and organizational environments
2. Forecasting the current and future availability of supply and demand for human resources
3. Planning for recruitment, training, and promotion
4. Utilization, which is intended for manpower and then provides feedback for the initial process
According to Manullang (2001:59), the purpose of employee development is the same as the purpose of employee training.
The purpose of training or the purpose of effective employee development is to obtain three things, namely additional knowledge,
additional skills, and changes in attitudes.
Training helps employees in understanding practical knowledge to improve the skills, abilities, and attitudes needed by the
organization in an effort to achieve goals (Sutrisno, 2011:62). Meanwhile, education is an activity to improve the mastery of theory
and decision skills on issues related to activities to achieve goals (Suprihanto, 2001:74).
The form of career development depends on the career path according to each existing organization and its needs. “Career
path is a series of positions used by an organization to move an employee,” as stated by Ivancevich (2007).
The forms of career development that can be carried out according to Nitisemito in Hady (2013) are:
a. Guidance from leadership
Leaders are people who have the task of directing and guiding subordinates and can obtain support from
subordinates so that they can move them to achieve company goals.
b. Education and training
Education and training are an effort to develop human resources, especially to develop intellectual abilities and
human personality.
c. Promotion
Promotion in human resource management can be interpreted as an employee's progress to a better task, in terms
of heavier responsibilities, higher dignity or status, better skills, and especially additional payment of wages or
salaries.
d. Transfer
Mutation or transfer is an activity to move employees from one job to another that is considered equal or parallel.
C. Work Environment
The work environment is an environment in which employees carry out their daily work. A conducive work environment
provides a sense of security and allows employees to work optimally (Mardiana, 2005:15). The work environment can affect
employees' emotions. If the employee likes the work environment in which he works, then the employee will feel at home in his
workplace and will carry out activities so that work time is used effectively and optimistically while maintaining the employee's high
work performance.
The work environment is divided into two, namely the physical work environment and the non-physical work environment
(Sedarmayanti, 2011:21). The physical work environment is all physical conditions that exist around the workplace that can affect
employees either directly or indirectly. The physical work environment can be divided into two categories:
a. The work environment that is directly related to employees such as work centers, chairs, tables, etc.
b. The intermediary environment or the general environment, which can also be called the work environment affects
the human condition for example temperature, humidity, air circulation, lighting, mechanical vibration noise,
unpleasant odors, colors, etc.
The non-physical work environment is all work conditions related to work relations, both relationships with superiors and
relationships with co-workers or subordinates. This non-physical work environment is also a group of work environments that cannot
be ignored. Companies should be able to reflect conditions that support cooperation between superiors, subordinates, and those
who have the same position in the company. The conditions that should be created are a family atmosphere, good communication,
and self-control. Non-physical work environment conditions include:
1. Social environmental factor
The social environment that is highly influential on employee performance is family background, namely family
status, number of families, level of welfare, etc.
2. Social status factor
The higher a person's position, the higher the authority and flexibility in making decisions.
3. Work relationship within the company factor
The work relationship that exists within the company is work relationship between employees and between
employees and superiors.
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The non-physical work environment is all conditions that occur related to work relationships that occur in the work
environment such as relationships with co-workers, subordinate relationships with superiors and vice versa.
The indicators of the work environment, according to Sedarmayanti (2011:15), are as follows:
1. Lighting
Employees who are involved in work all day are prone to eye strain accompanied by physical and mental fatigue, so
good lighting can provide peace and freshness at work. Lighting in this case is not only limited to electric lighting
but also solar lighting.
2. Use of color
The color of the room affects the eye's ability to see objects and gives psychological aspects and feelings to
employees because the colour of the room can raise morale or can cause an unpleasant feeling for employees so
that morale decreases and the employee's performance also will decrease.
3. Air temperature
Air temperature or air circulation greatly affects employees physically at work, with cool temperatures employees
will be comfortable doing their jobs and if the air temperature is hot and not If there is air circulation, employees
will feel hot and uncomfortable so they cannot work optimally.
4. Noise
The sound of noise can interfere with the concentration of employees at work because the sound that arises can
make the employee's mind unfocused and distracted. When working, employees need calm and silence so that the
mind is more focused and optimal in completing their work.
5. Space for movement
A good workspace arrangement can prevent security and safety disturbances from occurring, nor does it limit
employee movement space so that employees can complete work smoothly. The layout of work facilities in
accordance with the wishes of employees also makes it easier for employees to carry out their activities, including
the layout of the trash can.
6. Work safety
Work facilities and working conditions must prioritize safety procedures that protect employees physically and
psychologically. The company must provide security facilities to cope with various accidents that may occur in the
room to make employees feel calm in doing their jobs.
D. Job Satisfaction
Job satisfaction is the effectiveness or emotional response to various aspects of work (Kreitner & Kinicki, 2001; 271). Davis
and Newstrom (1985; 105) describe job satisfaction as a set of employees' feelings about whether or not their job is enjoyable.
Meanwhile, Robbins (2003; 78) states that job satisfaction is a general attitude towards a person's work that shows the difference
between the number of awards received by workers and the amount they believe they should receive. It can be concluded that the
notion of job satisfaction is a positive attitude of the workforce including feelings and behaviors towards their work through the
assessment of one job as a sense of appreciation in achieving one of the important values of the job.
Job satisfaction theory tries to reveal what makes some people more satisfied with a job than others. This theory also seeks
a basis for the process of people's feelings of job satisfaction. There are several theories about job satisfaction, namely:
1. Two-Factor Theory
This theory suggests that satisfaction and dissatisfaction are part of a different group of variables, namely
motivators and hygiene factors. Dissatisfaction is associated with conditions around the job (such as working
conditions, wages, security, quality of supervision, and relationships with other people) and not with the work itself
as the factors that prevent negative reactions are called hygiene or maintenance factors. On the other hand,
satisfaction is drawn from factors related to the work itself or the direct results thereof, such as the nature of the
job, achievement in work, opportunities for promotion, and opportunities for self-development and recognition. As
these factors are associated with high levels of job satisfaction, they are called motivators.
2. Value Theory
According to this theory, job satisfaction occurs at the level where the work results are accepted by the individual
as expected. The more people receive the results, the more satisfied they will be and vice versa. The key to
satisfaction in this theory is the difference between aspects of the work that one has and what one wants. The
bigger the difference, the lower people's satisfaction will be.
There are five factors that can affect job satisfaction according to Kreitner and Kinicki (2001; 225):
1) Need fulfilment
Satisfaction is determined by the level of job characteristics that provide opportunities for individuals to fulfil their
needs. Doing the job will either increase or decrease satisfaction.
2) Supervision
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Consistent leadership related to job satisfaction is a consideration. Functional relationships reflect the extent to
which the employer helps the workforce to satisfy the work values that are important to the workforce. The overall
relationship is based on an interpersonal attraction that reflects similar basic attitudes and values, such as both
superior and employee have the same outlook on life. The greatest level of job satisfaction with superiors is if both
types of relationships are positive. Superiors who have transformational leadership characteristics in the workforce
will increase their motivation and at the same time feel satisfied with their work.
3) Workers
Coworkers are factors related to the relationship between employees and their superiors and with other
employees, both the same and different types of work.
4) Promotion
Promotion is a factor related to whether there is an opportunity to get a career advancement while working.
5) Pay
A factor in meeting the needs of employees who are considered worthy or not
E. Work Motivation
Motivation is the process of influencing or pushing from the outside on a person or workgroup so that they want to carry out
something that has been determined (Samsudin, 2006: 218). Motivation or driving force is meant as a natural urge to satisfy and
maintain life. Motivation is the work done by managers in providing inspiration, enthusiasm, and encouragement to others, in this
case for employees to take certain actions. Encouraging aims to activate people or employees so that they are enthusiastic and can
achieve the results desired by these people. Hence, work motivation is something that gives rise to encouragement or enthusiasm
for work.
Several factors can affect work motivation, including superiors, colleagues, physical facilities, policies, regulations for
monetary and non-monetary service rewards, and types of work and challenges. Individual motivation to work is also influenced by
personal interests and individual needs. Based on the above understanding, it is concluded that motivation is a process in a person's
personality that encourages the individual's desire to carry out activities that explain the intensity, direction, and persistence of
efforts to achieve a goal.
Siagian (2002) suggests that in organizational life, including working life in business organizations, the aspect of work
motivation gets serious attention from managers due to four main considerations, namely:
1. The philosophy of human life revolves around the principle of "quit pro quo" which in common language is
reflected by the proverb which says "where there is sweet potato, there will be taro; where there is kindness, there
will be reward."
2. The dynamics of human needs are very complex and not only material but also psychological.
3. There is no saturation point in satisfying human needs.
4. Differences in individual characteristics in organizations or companies, result in no single motivational technique
that is equally effective for everyone in the organization as well as for someone at different times and conditions.
Mangkunegara (2005), suggests that there are two techniques for motivating employees, namely:
1. The technique of meeting the needs of employees, which means that meeting the needs of employees is the
fundamental underlying work behaviour.
2. Persuasive communication technique, which is one of the techniques to motivate employees' work is done by
influencing employees extra logically. This technique is formulated with the term "AIDDAS" namely Attention,
Interest, Desire, Decision, Action, and Satisfaction. In its use, the leader must first pay attention to employees about
the importance of the goals of a job so that employee interest in the implementation of work arises. If interest has
arisen then his desire will be strong to make decisions and take work actions in achieving the goals expected by the
leadership. Thus, employees will work with high motivation and feel satisfied with the results of their work.
In the study of literature on motivation theory, there are several theories of motivation, including as stated below:
1. The Hierarchy of Needs Theory
The most famous theory of motivation is Abraham Maslow's hierarchy of needs. Maslow hypothesized that in every
human being there is a hierarchy of five needs. These needs are:
a. Physiological: includes hunger, thirst, shelter, sexual, and other physical needs.
b. Sense of security: includes a sense of wanting to protect from physical and emotional harm.
c. Social: includes affection, belonging, acceptance, and friendship.
d. Reward: includes internal reward factors such as self-respect, autonomy, and achievement; and external
reward factors such as status, recognition, and attention.
e. Self-actualization: the drive to become someone according to one's abilities; includes growth, achieving
one's potential, and self-fulfilment.
According to the theory, although no need is completely satisfied, a need that has been satisfied is no longer
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motivating. Thus, if you want to motivate someone, according to Maslow, you need to understand the level of the
hierarchy where the person is currently and focus on meeting the needs above that level. The five needs are very
important and related in the form of an orderly level. One level of need becomes stronger after a lower level of
need is satisfied.
2. X and Y Theory
Douglas McGregor put forward two real views about humans: the first view is negative, called theory x, and the
second is positive, called theory y. After examining managers' dealings with employees, McGregor (1960) concluded
that managers' views of human nature are based on certain sets of assumptions and that they tend to shape their
behaviour toward employees based on these assumptions. According to Theory X, the four assumptions that
managers have are:
a. Employees inherently dislike work and, as much as possible, try to avoid it.
b. Because employees dislike work, they must be coerced, controlled, or threatened with punishment to
achieve goals.
c. Employees will avoid responsibility and seek formal orders whenever possible.
d. Some employees place security above other work-related factors and show little ambition.
Contrary to negative views of human nature in Theory X, McGregor (1960) cites four positive assumptions which he
calls Theory Y:
a. Employees perceive work as fun, like rest or play.
b. Employees will practice self-control and emotions to achieve various goals.
c. Employees are willing to learn to accept, even seek, responsibility.
d. Employees can make innovative decisions that are circulated throughout the population and not just to
those in management positions.
Theory X assumes that lower-level needs dominate the individual. Theory Y assumes that higher-order needs
dominate individuals. McGregor (1960) himself believed that the assumptions of theory Y were more valid than
theory X. Therefore, he put forward various ideas such as participatory decision making, challenging work, and
good group relations as approaches that would maximize an employee's job motivation.
3. McClelland's Needs Theory
McClelland’s needs theory (Stephen Robbins, 2008) was developed by David McClelland and his colleagues. The
theory states that achievement, power, and affiliation are three important needs that help explain motivation.
These are defined as follows:
a. Need for achievement: The drive to exceed, achieve standards, and strive to succeed.
b. Need for power: The need to make other individuals behave in such a way that they would not behave
otherwise.
c. Need for affiliation: The desire to establish a friendly and intimate interpersonal relationship.
In each group, each employee will have a level of need for power. Employees who have a high level of power need
will tend to choose situations where they will be able to gain and maintain power to influence others.
Based on the theory above, there are similarities regarding motivation proposed by Maslow, McGregor, and McClelland,
namely they all argue that a person is motivated based on need, not based on fairness or hope.

CONCEPTUAL MODEL

Based on the theoretical review of the literature review, the conceptual model formed is contained in Figure 1. Figure 1
describes the theoretical framework that describes the influence of competence, career development, and work environment on job
satisfaction with work motivation as a mediating variable. Research variables can be illustrated in the conceptual model as follows:
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Figure 1 Conceptual Model

HYPOTHESES
H1:
H2:
H3:
H4:
H5:
H6:
H7:
H8:
H9:
H10:

Based on the literature review and the conceptual model above, seven hypotheses can be stated as follows:
Compensation has an effect on Work Motivation.
Compensation has an effect on Job Satisfaction.
Career Development has an effect on Work Motivation.
Career Development has an effect on Job Satisfaction.
Work Environment has an effect on Work Motivation.
Work Environment has an effect on Job Satisfaction.
Work Motivation has an effect on Job Satisfaction.
Compensation has an effect on Job Satisfaction through Work Motivation.
Career Development has an effect on Job Satisfaction through Work Motivation.
Work Environment has an effect on Job Satisfaction through Work Motivation.

METHODOLOGY

The type of research used by the author is explanatory research with a quantitative approach. This research is to explain
the causal relationship between one variable and another variable through hypothesis testing (Sugiarto, 2017). It is called
quantitative because the data in this study relates to numbers and analysis using statistics (Sugiyono, 2010).
Sekaran (2006) states that the population is the entire collection of elements that will be concluded. The size of the
population to be used in a study depends on the range of conclusions to be made or generated. The population in this study were
employees of the Department of Infrastructure 1 PT. Adhi Karya Tbk with a total of 542 employees.
The sample is part of the population whose characteristics are to be investigated and considered to be representative of
the entire population and the number is less than the total population (Djarwanto and Subagyo, 2000: 108). The sample in this study
was taken by purposive sampling technique, namely sampling with certain criteria. The criteria are permanent employees of PT. Adhi
Karya Tbk who has worked for more than two years.
To determine the sample size of the primary caretaker obtained by this research, the Slovin formula is used because the
population is limited. By using the Slovin formula, the sample size can be calculated: n = N/(1+Ne2) = 542/(1+542(0.05)2) = 199.63,
rounded up to 200. So the number of samples to be used in this study is 200 employees with the sample criteria being permanent
employees who have worked for more than two years.
The type of data used in this study is primary data. Primary data was collected through a questionnaire instrument. The
respondents filled out the questionnaire by providing an assessment of the list of questions based on the research scale scores
circulated through the google form. To make it easier for researchers, the data is tabulated using Excel software. The data that has
been collected in the Excel software is ready for further analysis.
The analytical method used in this research is path analysis. The author uses path analysis to determine the causal
relationship, intending to explain the direct or indirect effect between exogenous variables and endogenous variables. In this study,
the authors want to analyze and ensure whether there is an influence of competence, career development, and work environment
on job satisfaction with work motivation as a mediator variable. The software used is the Statistical Package for Social and Sciences
(SPSS).

CONCLUSION
This research is aimed at developing a proposed conceptual model. The authors of this paper have proposed a conceptual
model to examine the effect of competence, career development, and work environment on job satisfaction by using work
motivation as a mediating variable. Besides the conceptual model, this paper has explained the background of the research,
literature review, hypotheses, and research methods used. By applying this conceptual model, the influence of competence, career
development, and work environment on job satisfaction with work motivation as a mediating variable at PT. Adhi Karya Tbk can be
established.

REFERENCES
[1] Anthony, R. N., & Govindarajan, V. (2007). Management control systems (12th edn.). Boston: McGrawHill.
[2] Davis and Newstrom (1985). Human Behavior at Work; Organizational Behavior, International Edition, Singapore;Mc Graw Hill
GSJ© 2022

www.globalscientificjournal.com

GSJ: Volume 10, Issue 7, July 2022
ISSN 2320-9186

30

Book Company.
[3] Dessler, Gary. (2003). Human Resource Management Tenth Edition. Jakarta : PT. Indeks.
[4] Djarwanto, PS. dan Subagyo, P. (2000). Statistik Induktif. Edisi 4. Yogyakarta : BPFE.
[5] Djati, P. (2003). Kajian Terhadap Kepuasan Kompensasi< Komitmen Organisasi dan Prestasi Kerja. Jurnal Manajemen dan
Kewirausahaan vol.5, no.1 hal 24-41. Surabaya : Universitas Kristen Petra.
[6] Elbadiansyah. (2019). Manajemen Sumber Daya Manusia. Cetakan Kesatu. Malang: IRDH.
[7] Hady. (2013). Manajemen Sumber Daya Manusia. Pustaka Pelajar. Yogyakarta.
[8] Handoko, T. H. (2011). Manajemen Personalia dan Sumberdaya Manusia. Yogyakarta: Penerbit BPFE.
[9] Harnanik, (2005). Analisa Hubungan Kepuasan dan Kemajuan Karir, Kepuasan Atasan, Beban Kerja, Kepuasan Atas Supervisi
dengan Kepuasan kompensasi. EKOB 15, vol.6. No.2. Hal 153-156. Semarang : universitas Negeri Semarang
[10] Hasibuan, M.S.P. (2017). Manajemen Sumber Daya Manusia, edisi revisi, Cetakan keempatbelas, Jakarta, Penerbit : Bumi Aksara.
[11] Hermingsih, A., & Purwanti, D. (2020). Pengaruh Kompensasi Dan Beban Kerja. Terhadap Kepuasan Kerja Dengan Motivasi Kerja
Sebagai Variabel Pemoderasi. DIMENSI, Vol.9, No.3, p.574-597. November 2020.
[12] Khotmi (2020). Analisis Perbandingan Prediksi Kebangkrutan Perusahaan dengan Model Altman Z-Score, Springate, dan Grover.
Sekolah Tinggi Ilmu Ekonomi AMM, 2020.
[13] Kreitner, R. & Kinichi, A. (2001). Organizational Behavior. 8th ed. Chicago: Richard. D. Irwin.Inc.
[14] Mangkunegara, A. P. (2005). Manajemen Sumber Daya Manusia Perusahaan, Cetakan Keenam, PT. Remaja Rosdakarya, Bandung
[15] Manullang, M. (2001). Dasar-Dasar Manajemen. Yogyakarta: Gadjah Mada University Press.
[16] Marwansyah. (2016). Manajemen Sumber Daya Manusia. Edisi Dua. Cetakan keempat. Bandung: Alfabeta,CV
[17] McGregor, D. (1960). The Human Side of Enterprise. New York: McGraw-Hill.
[18] Moekijat. (1995). Manajemen Personalia dan Sumber Daya Manusia. CV Mandar Maju. Bandung.
[19] Nawawi, H. (2011), Manajemen Sumber Daya manusia, Yogyakarta: Gadjah Mada University Press.
[20] Nugroho, A.D. & Kunartinah. (2012). Analisis Pengaruh Kompensasi Dan Pengembangan Karier Terhadap Kepuasan
Kerja Dengan Mediasi Motivasi Kerja (Studi pada PNS di Sekretariat Daerah Kabupaten Pekalongan). Jurnal Bisnis dan
Ekonomi (JBE), September 2012, Vol. 19, No. 2, Hal. 153 – 169
[21] Rachmawati, A. & Triatmoko, H. (2007). Analisis Faktor-Faktor yang Mempengaruhi Kualitas Laba dan Nilai Perusahaan.
Simposium NasionalAkuntansi X, Unhas Makassar, 26-28 Juli 2007.
[22] Rahayu, S., Nurmayanti, S., Tatminingsih, S. (2020). Pengaruh Lingkungan Kerja, Motivasi Kerja Dan Kompensasi Ter-hadap
Kepuasan Kerja Pegawai Pada Badan Pengelolaan Keuangan Dan Aset Daerah Kota Bima. INOVATOR, 9(2): 67, October 2020.
[23] Riyadi, S. & Harmoko. (2012). Standard Operating Procedure dalam Praktik Keperawatan Dasar. Yogyakarta: Pustaka Pelajar
[24] Robbins, S. (2003). Perilaku Organisasi. Edisi Indonesia, PT. Indeks Kelompok Gramedia, Jilid Satu.
[25] Robbins, S.P., (2008), Perilaku Organisasi (alih bahasa Drs. Benjamin Molan), Edisi Bahasa Indonesia, PT Intan Sejati, Klaten.
[26] Ruky, A.S.. (2016). Strategi, Kebijakan, dan Cara Penataan Upah, Gaji, dan Remunerasi. Jakarta: PT. Intipesan Pariwara.
[27] Samsudin, S. (2006). Manajemen Sumber Daya Manusia. Bandung : Pustaka Setia.
[28] Sari, R.L. (2015). Pengaruh Faktor Kepuasan Kerja dan Komitmen Organisasional Terhadap Kinerja Karyawan Hotel Sahid
Montana Malang. Tesis Universitas Muhammadiyah Malang, 2015..
[29] Sedarmayanti. (2011). Manajemen Sumber Daya Manusia. Reformasi Birokrasi dan Manajemen Pegawai Negeri Sipil, Cetakan
Kelima, PT Refika Aditama, Bandung.
[30] Uma Sekaran, (2006), Research Methods For Business, Edisi 4, Buku 1, Jakarta: Salemba Empat.
[31] Siagian, S. P. (2002). Kiat Meningkatkan Produktivitas Kerja, Cetakan Pertama, PT. Rineka Cipta, Jakarta.
[32] Sudaryo, Y., Aribowo, A., & Sofiati, N.A.. (2018). Manajemen Sumber Daya Manusia, Kompensasi Tidak Langsung dan Lingkungan
Kerja Fisik. Yogyakarta: Penerbit Andi.
[33] Sugiyono. (2010). Metode Penelitian Kuantitatif Kualitatif & RND. Alfabeta, Bandung.
[34] Suprihanto, J. (2001). Penilai Kinerja Dan Pengembangan Karyawan, BPFE, Yogyakarta.
[35] Sutrisno, E. (2015). Manajemen Sumber Daya Manusia. Jakarta : Kencana.
[36] Suyanto, M. (2007). Marketing Strategy Top Brand Indonesia. Yogyakarta: Andi Offset.
[37] Turangan, T.C., Tewal, B., Taroreh, R.N. (2019). Analysis of Factors Affecting Employee Satisfaction at Mercure Manado Tateli
Beach Resort. Jurnal EMBA ,Vol.7 No.2 April 2019, p. 2541 – 2550.
[38] Wibowo, (2016). Manajemen Kinerja, Edisi Kelima, PT.Rajagrafindo Persada Jakarta-14240.
[39] Widodo, S. (2015). Manajemen Pengembangan Sumber Daya Manusia.Yogyakarta: PUSTAKA PELAJAR.
[40] Widodo, S. (2016). Manajemen Sumber Daya Manusia: Teori, Perencanaan Strategi, Isu-isu Utama dan Globalisasi, Bandung:
Manggu Media.

GSJ© 2022

www.globalscientificjournal.com

