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ABSTRACT: This study aims to determine the mediating role of job satisfaction in compensation and career
development on employee work motivation at Puri Saron Hotel Seminyak. This research was conducted on all
employees of Puri Saron Hotel. The number of samples in this study amounted to 65 respondents. Data
collection was carried out by means of a questionnaire. Analysis of the data in the study using path analysis.
The results in this study indicate that compensation has a positive and significant effect on employee
engagement, career development has a positive and significant effect on employee motivation, compensation has
a positive and significant effect on job satisfaction, career development has a positive and significant effect on
job satisfaction, job satisfaction has a positive and significant effect. on work motivation, job satisfaction is able
to mediate the compensation variable to work motivation, job satisfaction is able to mediate the career
development variable to work motivation.
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l. INTRODUCTION

The success of an organization in achieving organizational goals to realize its vision and mission
depends on the role and quality of human resources in the organization. Therefore, it is necessary to develop
human resources continuously in order to obtain quality human resources, so that they can produce optimal
results in their work. Widodo (2015) states that human resource management is based on the role of a leader in
understanding and mastering problems related to human resource management.

Job satisfaction is a pleasant or unpleasant emotional state in which workers view their work. Job
satisfaction is a reflection of the feelings of workers about their jobs. This can be seen in the positive attitude of
workers towards the work at hand and the environment. Dissatisfied workers will have a negative attitude
towards work with different forms from one another. Job satisfaction is a general attitude towards someone's job
as the difference between the amount of compensation received by employees and the amount that is believed to
be received. Therefore, one of the best ways to improve employee job satisfaction is to link compensation to
employee satisfaction. If the compensation program is felt to be fair and competitive for employees, it will be
easier for the organization to attract potential employees, retain them and motivate employees to further improve
their performance so that productivity increases and organizational performance will also increase.
Compensation is something that employees receive for the services they contribute to their work. They
contribute what they think is valuable, both in their energy and knowledge. A worker as a bearer feels that the
physical strength they have is something they are worth contributing to their work. Ambarwati (2016: 5)
motivation is the result of a number of processes that are internal or external to an individual, which causes an
attitude of enthusiasm and persistence in carrying out certain activities.

The factors that affect job satisfaction are individual, social and main factors in work (Sinambela,
2016). According to Mangkunegara (2017) job satisfaction is the level of a worker's affection for work and work
situations related to the worker's attitude towards his job. In addition, job satisfaction includes various things
such as the conditions and tendencies of a person's behavior (Bahri and Nisa, 2017). Yulita (2017) career
development is the process of enhancing individual work abilities achieved in order to achieve the desired
career.

Muttagien (2014) states that compensation has a dominant influence on employee job satisfaction.
Riansari (2012) found the results of his research that compensation has a direct effect on employee job
satisfaction where the higher the compensation, the higher the job satisfaction. Handoko and Nawawi in Dr.
Muhammad Busro (2018: 26) the term career development can also be referred to as personal improvement
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made by someone to achieve a career plan. Career development can also be interpreted as the process of
increasing the ability of employees to realize their career planning. Ekayadi's research (2011) is in line with
Ningrum (2014) which found that promotion has a significant effect on employee job satisfaction.

Thus, it can increase work motivation and improve employee attitudes. Career development is a very
important personnel management function that every employee needs to know. The need to plan careers arises
from both economic and social forces, so that each employee feels satisfaction. Individual career development
will expand the scope of knowledge, increase abilities and self-confidence. Kartika (2010) in her research
concluded that work motivation has a significant effect on employee job satisfaction. Arifah (2015) also found
that motivation has a positive effect on job satisfaction, the more motivation increases, the job satisfaction
increases. Motivation refers to the process by which one's efforts are energized, directed, and sustainable
towards achieving a goal (Robbins, 2010). The purposes of providing compensation include cooperation, job
satisfaction, effective procurement, motivation, employee stability, and discipline. (Marpaung, Suruan, and
Papua, 2019).

The island of Bali is known to have great prospects and potential in Indonesian tourism so that the
island of Bali has been named the center of tourism in Central Indonesia. Bali tourism is known for its natural
beauty, customs, friendliness, and cultural diversity in every area in Bali. This phenomenon is what causes
domestic and foreign tourists to spend time enjoying the natural beauty and culture of the Balinese people.
Seeing the growth of the tourism industry in Bali, one of the means that greatly supports the sustainability of
tourism development in Bali is the hotel industry. This facility plays a major role in providing facilities to
tourists in providing accommodation with the main products in the form of services and lodging facilities.

Puri Saron Hotel Seminyak is one of the hotels located in Seminyak-Kuta. Puri Saron Seminyak is
located not far from the beach. The hotel is in the Seminyak Bali area, about 7 km from the island's capital,
Denpasar. Bali Ngurah Rai International Airport is about 15 minutes from the accommodation. Puri Saron
Seminyak, which was built in 2008, features an array of utmost amenities to pamper its guests. The hotel has
100 rooms and 4 meeting rooms. Warm and sincere smiles greet every guest in a lobby with 24-hour reception
and check-out service, hotel safe and currency exchange facilities. Other facilities include a bar, restaurant,
Internet access, room and laundry services at additional charges. Guests arriving by car can park their vehicles
in the nearby car park. Apart from that, the hotel is also equipped with medical services and babysitting services.

Based on the results of interviews with HRD and ten employees of Puri Saron Hotel, it can be
concluded that there are symptoms of problems related to compensation and career development given by
superiors and cause decreased work motivation and employee job satisfaction. Regarding the problem of
compensation provided by employees, it is still not sufficient for the needs of the employee. These complaints
have been discussed among employees regarding the COVID-19 pandemic that has not subsided. Then career
development is also very important for employees. Regarding career development, this is taken from employees.
hotel puri saron to provide opportunities for employees by seeing the potentials and assessments of these
employees. In this COVID-19 pandemic situation, employees also do not get positions that match employees'
wishes due to this COVID-19 situation. Another problem is the lack of motivation from superiors so that these
employees to work optimally also decrease. Then decreased employee job satisfaction where some employees
also complained about the compensation given from the hotel because of the COVID-19 pandemic situation.

1. THEORY AND HYPOTHESES

Hasibuan (2016) states that the size of the compensation reflects the status, recognition, and level of
fulfillment of the needs enjoyed by employees and their families. If the remuneration he receives is higher, his
status will be better, and the fulfillment of the needs he receives will also increase. Thus the job satisfaction is
getting better. According to Hasibuan (2016: 118). Compensation is all income in the form of money, goods,
directly or indirectly to employees in return for services rendered to the company.

The size of the compensation reflects the status, recognition, and level of fulfillment of needs enjoyed
by employees and their families. If the remuneration he receives is higher, his status will be better, and the
fulfillment of the needs he receives will also increase. Thus the job satisfaction is getting better. Providing
compensation in accordance with the workload given by the company will be able to motivate employees to
work even harder and employees will also feel satisfied if the compensation provided is in accordance with the
workload carried out by the employee. According to Kasmir (2016: 239) compensation can increase employee
motivation by providing the right compensation, it will encourage employees to work stronger, thus stimulating
employees to continue working. Motivated employees will produce good quality work too.

Based on research conducted by (Rozzaid, Herlambang, & Devi, 2015) compensation has a positive
and significant effect on job satisfaction. Likewise, research conducted by (Laminingrum, 2016) compensation
has a positive and significant effect on employee motivation. Researchers will conduct further research, namely
analyzing the relationship between compensation and job satisfaction through work motivation to find out
whether compensation affects job satisfaction through work motivation.
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H,: Compensation has a positive effect on work mativation.

Research conducted (Umar, 2015) states that career development has a positive and significant effect
on work motivation. Dewi & Utama (2016) stated that career development has a positive and significant effect
on work motivation at Karya Mas Art Gallery. (Lisdiani & Ngatno (2017) stated that career development has a
significant effect on work motivation, meaning that with good career development, employees will feel
motivated so as to create a sense of satisfaction in carrying out work.

Work motivation has a positive and significant effect on employee performance. Elgadri et al. (2015). The
results of this study are the same as previous studies by Napitupulu, et al., (2017), Dialoke & Nkechi (2017),
and Dewi & Utama (2016) which state that career development has a significant and positive influence on
motivation.

H,: Career development has a positive effect on work motivation.

Supatmi (2013), | Gede Mahendrawan & Ayu Desi Indrawati (2015) compensation has an effect on job
satisfaction. The results of research conducted by Novianto (2015) & Hadinata (2014) have the same result
which states that compensation has a positive effect on employee satisfaction.

This research supports research conducted by Rostina & Nazmi, (2019) with the results of research on
compensation affecting job satisfaction. Research conducted by Sudan & Supartha 2015) states that
compensation has a positive and significant effect on job satisfaction.

This theory supports previous research conducted by Kurniawan et al., (2016) which states that there is a
positive and significant influence between compensation on job satisfaction.
H3: Compensation has a positive and significant effect on job satisfaction.

Sari (2015) The results of this study indicate that career development affects job satisfaction
significantly. Previous research conducted by Cigdem (2014) & Kevin (2016) stated that career development
has a significant effect on employee job satisfaction. Thus the results of this study also support previous
research conducted by Kadek et al., (2015), which states that compensation has a significant effect on employee
job satisfaction.

Akmal Umar's research (2015) also states that career development significantly affects job satisfaction.
Research conducted by Vendriana Lisdiani and Ngatno (2017) states that career development has a positive and
significant effect on job satisfaction.

H,4: Career development has a positive and significant effect on job satisfaction.

Suputra et al. (2016) stated that Kareyawana's Job Satisfaction has a significant positive effect on
employee performance motivation. (Changgriawan, 2017). Other supporting research is research by
Kusumaningsih, Baraba & Utami (2016) where employees who are highly motivated, do not give up quickly
and never give up in every job they do and are more likely to get greater satisfaction. the higher the employee's
job satisfaction, the higher the employee's performance. The greater the employee's work motivation, the higher
the job satisfaction (Rasmi, et al., 2017; Octaviannand, et al., 2017; Cong & Van, 2013). Thus it can be said that
the influence of motivation on one's satisfaction depends on how much motivation intensity is given.
Differences in work motivation for an employee are usually reflected in the various activities and even
achievements they have achieved (Afifah & Musadieq, 2017).

Hs: Job satisfaction has a positive and significant effect on work motivation.

Ni Ketut Ayu Juli Astuti and 1 Nyoman Sudarma (2013) who state that work motivation and
compensation together have an effect on job satisfaction. This means that if work motivation is increased and
compensation is given fairly and fairly, high job satisfaction can be achieved.

This shows that compensation and motivation have a considerable influence on employee job
satisfaction where if an employee is given the same opportunity in a career, the employee will increase his
motivation and will feel satisfied with the work he has done, this is reinforced by the opinion of experts
including According to Gilmer (in As'ad (2016, 114) states that one of the factors that cause job satisfaction is:
Opportunity to progress. These factors are: opportunities to advance, salary (compensation), company
management supervisor, -Intrinsic factors of work, working conditions, social aspects of work, communication
and facilities.

He: Work motivation and compensation have an effect on job satisfaction.

According to Rivai (2015: 218), argues that career development is crucial in which management can
increase productivity, increase employee attitudes towards their work and build higher job satisfaction. Thus it
can be concluded that there is a positive relationship between motivation and career development on employee
job satisfaction. The existence of motivation applied by the company can encourage employees to improve their
performance. Likewise, the career development implemented by companies can encourage employees to
produce better performance in the future.

The results of this study are in line with research conducted by Wijayanti (2017) which examines the
effect of Career Development and Motivation on Employee Job Satisfaction at PT Inka (Persero) Madiun. The
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results of the study found that career development and motivation simultaneously or jointly influence job
satisfaction. This is evidenced by the Fcount value of 206.619 with a probability of 0.000 where this number is
significant because (p <0.05). The results of this study are in line with or support the research results of Anggria
P. (2014) which states that career development through work motivation has a significant effect on job
satisfaction. Haryani's research (2013) which found that more focused career development is proven to be able
to increase employee work motivation. The better the direction of the career development program, the more
employee motivation will be.

Septyawati (2013) found that better career development will optimize employee job satisfaction.
Organization, by considering human resources as a valuable asset, through career development, the organization
will be responsible for developing employee potential to improve employee welfare, so that employees will feel
satisfied at their current job. Career development can also motivate a person to do well
H-: Career development and job satisfaction have a positive effect on work motivation

1. RESEARCH METHOD

This research was conducted at the Puri Saron Hotel Seminyak, Bali, Indonesia. The method applied by
the researcher is the distribution of questionnaires.The samples in this study were all employees totaling 65
people using saturated sampling method. The operational definition in research is used to be able to understand
each variable in the study in more depth, and to make it easier to make indicators so that variables can be
measured. Job satisfaction indicators are measured from Performance, Awards, Responsibilities. There are three
indicators for assessing compensation namely satisfied with salary, satisfied with the facilities, satisfied with
allowances. The indicators that need to be considered in career development namely fair treatment in a career,
the concern of direct superiors, information about various promotional opportunities, satisfaction level. The
employee work motivation indicators are performance, awards and Challenges. The analysis technique used in
this research is path analysis techniques which are first tested with the classical assumption test consisting of
normality test, heteroscedasticity test, and multicollinearity test.

V. RESULT AND DISCUSSION
Instrument testing is carried out to determine whether the research instrument is suitable for use. Instrument
testing is done by testing the reliability and validity test.

Table 1. Recapitulation of Research Instrument Validity Test Results

Variables Indicator Coefficient Validity
Correlation

Compensation X1.1 0.905 Valid
X1.2 0.904 Valid
X1.3 0.883 Valid

Carrier Development X,.1 0.770 Valid
X5.2 0.802 Valid
X5.3 0.972 Valid
Xo.4 0.947 Valid

Work Motivation Y;.1 0.895 Valid
Yq.2 0.935 Valid
Y..3 0.873 Valid

Job Satisfaction Z2.1 0.862 Valid
72.2 0.940 Valid
Z2.3 0.893 Valid

The results of the validity test are Table 1. showing that all research instruments used to measure the
variable compensation, career development, work motivation and job satisfaction have a correlation coefficient
value with a total score of all statements greater than 0.30. This shows that all statements in the research
instrument are valid and fit for use as a research instrument.

Table 2. Recapitulation of Research Instrument Reliability Test Results

Variable Cronbach’s Alpha Information
Compensation 0.884 Reliable
Carrier Development 0.922

Work motivation 0.891 Reliable
Job Satisfaction 0.872 Reliable
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The results of the reliability test are presented in Table 2.shows that all research instruments have a
Cronbach's Alpha coefficient of more than 0.60. So it can be stated that all variables have met the reliability or
reliability requirements so that data analysis can be continued.

Regression models will be more appropriate to use and produce more accurate calculations, if the
following assumptions can be met. Classic assumption tests that must be met in simple linear regression analysis
include the Normality Test, Multicollinearity Test and Heteroscedasticity Test.

This normality test aims to determine whether the residuals of the regression model are normally
distributed or not. In this study, the normality test was carried out by testing the residual normality using the
Kolmogorov-Smirnov test. If the probability of significance of the residual value is greater than 0.05, the data is
said to be normally distributed, and vice versa. Based on the results of the data normality test, it was found that
the Asymp.Sig (2-tailed) coefficient was 0.103 while the significant level used was 0.05. Because the coefficient
of Asymp.Sig (2-tailed) is greater than o, it can be concluded that this structural model is normally distributed
(0.103> 0.05).

The result of the mulicollinearity test states that the compensation variable is not multicollinearity. This
can be seen from the level of tolerance for compensation, career development and job satisfaction of 0.341;
0.345; and 0.354 where the tolerance value is greater than 0.10, and the VIF value is 2.929; 2.899; and 2,824
<10.00.Meanwhile, the heteroscedasticity test results showed the Sig. the compensation variable is 0.060 greater
than 0.05, the job satisfaction variable is 0.205 greater than 0.05 and the career development variable is 0.101 is
greater than 0.05. It can be concluded that the three variables stated that there were no symptoms of
heteroscedasticity.

Table 3. Results of Multiple Linear Regression Analysis for 1 Path

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
Beta Std. Error Beta
1 | (Constant) 0.872 0.330 2.64 0.010
5
Compensation 0.363 0.100 0.434 3.62 0.001
1
Carrier 0.420 0.100 0.422 | 351 0.001
Development 6
a. Dependent Variable: Work Satifsaction
R square: 0.646
Sig. F: 0.000

The magnitude of the effect of compensation (X1) on the engagement of work motivation (Y) is 0.338
with a sig.t value ratio of 0.001 less than the significant value used (0.001 <0.05). This figure shows that
compensation has a positive and significant effect on work motivation. 33.8 percent, while the remaining 76.2
percent was influenced by other factors outside the model.

The magnitude of the influence of career development (X2) on work motivation (YY) is 0.401 with a sig.t
value ratio of 0.000 less than the significant value used (0.000 <0.05). This figure shows that career
development has a positive and significant effect on work motivation by 40.1 percent, while the remaining 59.9
percent is influenced by other factors outside the model.

The magnitude of the effect of compensation (X1) on job satisfaction (Z) is 0.434 with a sig.t value
comparison of 0.001 less than the significant value used (0.001 <0.05). Compensation has a positive and
significant effect on job satisfaction by 43.4 percent, while the remaining 56.6 percent is influenced by other
factors outside the model.

The magnitude of the influence of career development (X2) on job satisfaction. (Z) is 0.422 with a sig.t
value comparison of 0.001 more than the significant value used (0.001 <0.05). This figure shows that career
development has a positive and significant effect on job satisfaction by 42.2 percent, while the remaining 57.8
percent is influenced by other factors outside the model.

The amount of influence of job satisfaction (Z) on work motivation. (Y) is 0.238 with a sig.t value ratio
of 0.018 more than the significant value used (0.018 <0.05). This figure shows that career development has a
positive and significant effect on job satisfaction by 23.8 percent, while the remaining 76.2 percent is influenced
by other factors outside the model.

Table 3. Results of Multiple Linear Regression Analysis for 2™ Path
Unstandardized Standardized t Sig.
Model Coefficients Coefficients
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B Std. Error Beta
1 | (Constant) 0.344 0.264 1.300 0.199
Compensation 0.286 0.084 0.338 3.398 0.001
Carrier 0.404 0.087 0.401 4.053 0.000
Development
Job Satisfaction 0.241 0.099 0.238 2.441 0.018
a. Dependent Variable: Work Motivation
b. Rsquare: 0.804
c. Sig.F:0.000

The magnitude of the effect of compensation (X1) on the engagement of work motivation () is 0.338
with a sig.t value ratio of 0.001 less than the significant value used (0.001 <0.05). This figure shows that
compensation has a positive and significant effect on work motivation. by 33.8 percent. This means that the
higher the compensation received by the employee, the higher the employee's work motivation. The results of
this study are similar to research by Heriati, et al., (2017), Negash et al., (2014), Rizal et al, (2014), Khan and
Mufti (2012), Amir et al., (2012) and Kusuma and Al Musadieq (2017) who found that compensation has a
positive and significant effect on employee work motivation.

The magnitude of the influence of career development (X2) on work motivation (Y) is 0.401 with a
sig.t value ratio of 0.000 less than the significant value used (0.000 <0.05). This figure shows that career
development has a positive and significant effect on work motivation by 40.1 percent. This means that the
higher the chance for career development, the employee's work motivation will also increase. These results
support previous research conducted by Isyanto et al (2013) and Nugroho & Kunartinah (2012) which stated
that career development has a positive and significant effect on work motivation.

The magnitude of the effect of compensation (X1) on job satisfaction (Z) is 0.434 with a sig.t value
comparison of 0.001 less than the significant value used (0.001 <0.05). Compensation has a positive and
significant effect on job satisfaction by 43.4 percent. This means that the higher the compensation received by
employees, the higher the level of employee job satisfaction. These results support previous research conducted
by Supatmi (2013), Mahendrawan and Indrawati (2015), Dermawan, et al (2012), Widodo (2004) and Wati
(2005) which prove that compensation has a significant effect on job satisfaction.

The magnitude of the influence of career development (X2) on job satisfaction. (Z) is 0.422 with a sig.t
value comparison of 0.001 more than the significant value used (0.001 <0.05). This figure shows that career
development has a positive and significant effect on job satisfaction by 42.2 percent. This means that the higher
the chance for career development, the job satisfaction of employees will also increase. These results support
previous research conducted by Ekayadi (2009), and Nugroho and Kunartinah (2012) which revealed that career
development has a positive and significant effect on employee job satisfaction.

The magnitude of the effect of job satisfaction (Z) on work motivation () is 0.238 with a sig.t value
comparison of 0.018 more than the significant value used (0.018 <0.05). This figure shows that career
development has a positive and significant effect on job satisfaction by 23.8 percent. This means that the more
satisfied employees are with their work, the motivation to work harder. These results support previous research
conducted by Suputra et al. (2016), Kusumaningsih, Baraba & Utami (2016), which states that the performance
of labor skills has a significant positive impact on the motivation of labor.

From the calculation of the sobel test above, the z value is 1.971, because the z value obtained is
1.971> 1.96 with a significance level of 5%, it proves that job satisfaction is able to mediate the compensation
variable on work motivation. This supports previous research conducted by Sudarno, Priyono, Dinda
Sukmaningrum (2016), lkmal Nur Muflih (2015) which states that job satisfaction is explained by work
motivation and compensation variables. Likewise with Astuti and Sudarma (2013) which state that work
motivation and compensation together have an effect on job satisfaction.

From the calculation of the sobel test above, the z value is 2.063, because the z value obtained is
2.063> 1.96 with a significance level of 5%, it proves that Job Satisfaction is able to mediate the Career
Development variable on Work Motivation. This supports previous research conducted by Wijayanti (2017),
Anggria P. (2014) and Haryani (2013) which states that career development through job satisfaction has a
significant effect on work motivation.

V. CONCLUSION
Compensation has a positive and significant effect on employee engagement. These results indicate
that the higher the compensation received by employees, the higher the employee's work motivation. Career
development has a positive and significant effect on employee work motivation. These results indicate that the
better the career development in the company will increase employee motivation. Compensation has a positive
and significant effect on job satisfaction. These results indicate that the higher the compensation received by
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employees, the higher the employee's job satisfaction. Career development has a positive and significant effect
on job satisfaction. These results indicate that the higher the chance for career development, the employee job
satisfaction will also increase. Job satisfaction has a positive and significant effect on work motivation. These
results indicate that the more satisfied employees are with their work, the more motivation they will be to work
harder. Job satisfaction is able to mediate the compensation variable on work motivation. These results indicate
that employees who receive high compensation will be satisfied with their work and will be more motivated to
work harder. Job satisfaction is able to mediate career development variables on work motivation. These results
indicate that companies that pay attention to the career development of their employees will increase job
satisfaction and employees will be more motivated to work better.

The number of respondents is only 62 employees and only from the Puri Saron Hotel environment, so
the results of this study can only be applied in the Puri Saron Hotel environment and cannot be generalized to
other companies.For future researchers, it is expected to conduct research with a wider scope such as conducting
research in other sectors, adding other variables outside of this research, using different data analysis techniques
and being able to add references to the variables to be studied.

REFERENCES

[1]  Abuiyada, H. S., & Shih, Y. C. (2012). A Two-Factor Model of Organizational Citizenship Behaviour in
Organizations. European Abayomi Olarewaju Adeoye And Ziska Fields (2014). Compensation
Management And Employee Job Satisfaction: A Case Of Nigeria, School Of Management, Information
Technology And Governance, University Of Kwazulunatal, Westville, South Africa, Kamla-Raj (, J Soc
Sci, 41(3): 345-352 (2014).

[2] Andriani, M., & Aminah, H. (2020). Pengaruh Pengembangan Karir Dan Kompensasi Finansial
Terhadap Kepuasan Kerja Subdivisi Plate Manufacturing Pt Yuasa Battery Indonesia. Jrmsi-Jurnal Riset
Manajemen Sains Indonesia, 11(1), 106-129.

[3] Andriani, M., & Aminah, H. (2020). Pengaruh Pengembangan Karir Dan Kompensasi Finansial
Terhadap Kepuasan Kerja Subdivisi Plate Manufacturing Pt Yuasa Battery Indonesia. Jrmsi-Jurnal Riset
Manajemen Sains Indonesia, 11(1), 106-129.

[4]  Anggria P., Marsalita. 2014. Pengaruh Budaya Organisasi Dan Pengembangan Karir Terhadap Kinerja
Karyawan Melalui Motivasi Kerja Sebagai Variabel Intervening Pada Pt. PIn (Persero) Apj Banyuwangi.
(Http://E-Journal.Unej.Ac.1d/7601/1/Em03601.Pdf, Diakses Tanggal 20 September 2016)

[5] Arisya, ., Astuti, E. S., & Sulistyo, M. C. W. (2019). Pengaruh Kompensasi Finansial Dan Kompensasi
Non Finansial Terhadap Motivasi Kerja Dan Kepuasan Kerja Karyawan (Studi Pada Karyawan Wisma
Sier Pt Surabaya Industrial Estate Rungkut). Jurnal Administrasi Bisnis, 77(1).

[6] Affandi, Hm (2002). Pengaruh Iklim Organisasi Pada Kepuasan Kerja, Komitmen Dan Karyawan
Kinerja (Studi Kasus Lingkungan Karyawan Di Pemerintah Kota Semarang). Algifari. (2002). Statistik
Induktif Untuk Ekonomi Dan Bisnis. Upp Amp Ykpn, Yogyakarta. Arikunto, S. (2006). Sebuah
Penelitian Pendekatan Prosedur Praktek. Jakarta: Rineka Cipta. Bakay,

[71  Akhmal, A, Laia, F., & Sari, R. A. (2018). Pengaruh Pengembangan Karir Terhadap Kepuasan Kerja
Karyawan. Jurnal Bis-A: Jurnal Bisnis Administrasi, 7(1), 20-24.

[8]  Alpian, F. (2019). Model Peningkatan Prestasi Kerja Melalui Stres Kerja, Kompensasi, Etika Kerja Islam
Dan Kepuasan Kerja Sebagai Variabel Intervening. Jurnal Ekonomi Dan Bisnis, 20(1), 62-72.

[91 Avyalew Ayza (2018). The Effect Of Compensation Practices On Employees' Job Satisfaction: A Case
Study Of Moha Soft Drinks S.C. Hawassa Millennium Pepsi Cola Plant, Addis Ababa University School
Of Commerce.

[10] Aryo Widagdol, Djoko Setyo Widodo2 , Partogi Saoloan Samosir (2018). Effect Of Compensation And
Motivation To Employee Performance Through Commitment, Scholars Journal Of Economics, Business
And Management (Sjebm), 1 Student Master Of Management Krisnadwipayana University Jakarta,
30.04.2018.

[11] Ahmed I, Nawal Mm, Igbal N, Ali I, Shaukat Z, Usmana (2010). Effects Of Motivational Factors On
Employees Job Satisfaction: A Case Study Of University Of The Punjab, Pakistan. International Journal
Of Business And Management, 5(3): 70-80.

[12] Babhri, S., & Nisa, Y. C. (2017). Pengaruh Pengembangan Karir Dan Motivasi Kerja Terhadap Kepuasan
Kerja Karyawan. Jurnal Ilmiah Manajemen Dan Bisnis, 18(1), 9-15.

[13] Bola Adekola, Ph.D (2011.). Career Planning And Career Management As Correlates For Career
Development And Job Satisfaction A Case Study Of Nigerian Bank Employess, Australian Journal Of
Business And Management Research, College Of Management & Social Sciences, Fountain University
Osogbo-Nigeri, Vol.1 No.2 | May-2011.

[14] Begawati, N. (2019). Pengaruh Kompensasi Dan Lingkungan Kerja Terhadap Kepuasan Kerja Karyawan
Pada Pt. Famili Raya Padang.

AJHSSR Journal Page | 264



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]
[27]
[28]

[29]

[30]

[31]

[32]

[33]

[34]

Dzamil Mmz And Dadan Z (2018). Effect Oo Compensation, Motivation And Work Environment To
Employees Performance Pt Aem. Scientific Journal Of Management And Business, Mercu Buana
University. Vol.2 No.1,Jakarta.

Dhermawan, Anak Agung Ngurah Bagus., Sudibya, | Gde Adnyana., Dan Utama, | Wayan Mudiartha.
(2012). "Pengaruh Motivasi, Lingkungan Kerja, Kompetensi, Dan Kompensasi Terhadap Kepuasan
Kerja Dan Kinerja Pegawai Di Lingkungan Kantor Dinas Pekerjaan Umum Provinsi Bali". Dalam Jurnal
Manajemen, Strategi Bisnis, Dan Kewirausahaan Vol. 6 No. 2. Bali: Fakultas Ekonomi Udayana.

Dalam Kartika, Endo Wijaya., Dan Kaihatu, Thomas S.. 2010. "Analisis Pengaruh Motivasi Kerja
Terhadap Kepuasan Kerja (Studi Kasus Pada Karyawan Restoran Di Pakuwon Food Festival Surabaya)".
Dalam Jurnal Manajemen Dan Kewirausahaan, Volume 12 No. 1. Hal 100-112 Surabaya: Fakultas
Ekonomi Universitas Kristen Petra.

Dewi, K. E. O., & Riana, I. G. (2018). Pengaruh Pengembangan Karir, Kompensasi Dan Komitmen
Organisasional Terhadap Retensi Karyawan Pada Bintang Kuta Hotel. E-Jurnal Manajemen Unud, 8(2),
7836-7862.

Dipboye, Robert, L., Smith, C. S., Howell, W. C. 1994. Understanding Industrial And Organizational
Behavior. Usa: Winston Inc.

Ekayadi, Septyaningsih. 2011. "Pengaruh Motivasi Dan Pengembangan Karir Terhadap Kepuasan Kerja
Karyawan Pada Pt Rimbajatiraya Citrakarya". Jurnal llmiah Ekonomi Bisnis. Jakarta: Fakultas Ekonomi
Universitas Gunadarma.

Fauzi, M., & Wakhidah, N. (2020). Pengaruh Disiplin Kerja, Motivasi Kerja Dan Pengembangan Karir
Terhadap Kinerja Karyawan Pt. Semarang Autocomp Manufacturing Indonesia. Jurnal Ekonomika Dan
Bisnis, 7(1), 72-86.

Firman, A., & Hidayat, M. (2020). Pengaruh Kompensasi Dan Diklat Terhadap Motivasi Kerja Melalui
Pengembangan Karir Asn Dinas Pekerjaan Umum Dan Penataan Ruang Kabupaten Barru. Akmen Jurnal
lImiah, 17(2), 309-321.

Heidjdrachman, Ranupandojo., Dan Suad, Husnan. Manajemen Personalia. (Edisi 4). Yogyakarta: Bpfe.
Dalam Kartika, Endo Wijaya., Dan Kaihatu, Thomas S.. 2010. "Analisis Pengaruh Motivasi Kerja
Terhadap Kepuasan Kerja (Studi Kasus Pada Karyawan Restoran Di Pakuwon Food Festival Surabaya)".
Dalam Jurnal Manajemen Dan Kewirausahaan, Volume 12 No. 1. Hal 100-112 Surabaya: Fakultas
Ekonomi Universitas Kristen Petra.

Hussein N. Ismail & Mayssa Rishani 2018. The Relationships Among Performamce Apprasial
Satisfaction, Career Development And Creative Behavior. The Journal Of Developing A Reas Lebanase
American, University, Lebanon. Volume 52 No. 3 Summer 2018.

Hutabarat, D. M., Lie, D., Butarbutar, M., & Sisca, S. (2018). Pengaruh Motivasi Dan Pengembangan
Karir Terhadap Kepuasan Kerja Karyawan Di Pt Alamjaya Wirasentosa Depo Pematangsiantar.
Sultanist: Jurnal Manajemen Dan Keuangan, 6(1), 1-10.

Jumiyati, J., & Azlina, Y. (2019). Pengaruh Pengembangan Karir Terhadap Kepuasan Kerja Pegawai
Pada Pt Kimia Farma (Persero) Tbk Jakarta. Jurnal Akrab Juara, 4(4), 226-238.

Khair, H. (2019). Pengaruh Kepemimpinan Dan Kompensasi Terhadap Kepuasan Kerja Melalui
Motivasi Kerja. Maneggio: Jurnal IImiah Magister Manajemen, 2(1), 69-88.

Khotmi, H. (2020). Analisis Faktor Yang Mempengaruhi Kepuasan Kerja Dengan Mediasi Motivasi
Kerja Pada Yamaha Sip (Surya Inti Putra) Sayang-Sayang Mataram.

Kwasi Dartey-Baah Agatha Harlley 2010. Job Satisfaction And Motivation: Understanding Its Impact On
Employee Commitment And Organisational Performance, Academic Leadership: The Online
Journal,VVolume 8 Article 39.

Kartika, Endo Wijaya., Dan Kaihatu, Thomas S.. 2010. "Analisis Pengaruh Motivasi Kerja Terhadap
Kepuasan Kerja (Studi Kasus Pada Karyawan Restoran Di Pakuwon Food.

Kaseger, J. G., Tewal, B., & Uhing, Y. (2018). Pengaruh Kepemimpinan, Pengembangan Organisasi Dan
Budaya Organisasi Terhadap Kepuasan Kerja Pegawai Di Dinas Pendidikan Dan Kebudayaan Kota
Manado. Jurnal Emba: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 6(4).

Kurniawati, N. D., & Warsono, H. (2020). Pengaruh Kompensasi, Pengembangan Karir Dan Motivasi
Terhadap Kepuasan Kerja Pegawai Di Dinas Penanaman Modal Dan Pelayanan Terpadu Satu Pintu
Provinsi Jawa Tengah (Dpmptsp). Journal Of Public Policy And Management Review, 9(4), 125-137.
Kurniawan, A., Yunus, M., & Majid, M. S. A. (2018). Pengaruh Kompensasi Dan Pengembangan Karir
Terhadap Motivasi Serta Dampaknya Pada Kinerja Karyawan Pt. Bank Syariah Mandiri Cabang Banda
Aceh. Jurnal Manajemen Inovasi, 8(2).

Kinanti, P. D., & Laily, N. (2019). Pengaruh Kepemimpinan Transaksional Dan Kompensasi
Terhadapturnover Intentionmelalui Kepuasan Kerja. Jurnal llmu Dan Riset Manajemen (Jirm), 8(5).

AJHSSR Journal Page | 265



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020

[35]

[36]

[37]

[38]

[39]

[40]
[41]
[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]

Lestari, R. P. (2019). Pengaruh Pengembangan Karir Dan Motivasi Terhadap Kepuasan Kerja Pegawai
Pada Kantor Badan Pendapatan Daerah Provinsi Sumatera Selatan. Jurnal Media Wahana Ekonomika,
16(3), 248-258.

Lisdiani, V. (2017). Pengaruh Pengembangan Karir Terhadap Kepuasan Kerja Karyawan Melalui
Motivasi Sebagai Variabel Intervening Studi Pada Hotel Grasia Semarang. Diponegoro Journal Of
Social And Political Science: 1-8.

Lumiu, C. A, Pio, R. J., & Tatimu, V. (2019). Pengaruh Karakteristik Pekerjaan, Pengembangan Karir
Dan Kompensasi Terhadap Loyalitas Karyawan. Jurnal Administrasi Bisnis (Jab), 9(3), 93-100.

M. Ali Igbal, M.Sc 2020. Effect Of Compensation, Career Development On The Performance Of
Employees Through Job Satisfaction As Intervening Variable (Case Study At Pt. Bank Syariah Mandiri
In Indonesia). European Journal Of Business And Management Former Master Of Management Student,
Mercu Buana University, Jakarta, Indonesia, Vol.12, No.3, 2020.

Maindoka, P., Tewal, B., & Rumokoy, F. S. (2017). Pengaruh Komitmen Organisasi, Motivasi Kerja,
Dan Kompensasi Terhadap Kepuasan Kerja Pada Dinas Penanaman Modal Dan Pelayanan Terpadu Satu
Pintu Provinsi Sulawesi Utara. Jurnal Emba: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi,
5(3).

Maghfiroh, L., & Djati, S. P. (2018). Pengaruh Pengembangan Karir, Kompensasi Dan Motivasi Kerja
Terhadap Kepuasan Kerja Karyawan Di Pt. Alun Alun Indonesia Kreasi. Swot, 7(3), 542-558.
Maghfiroh, L., & Djati, S. P. (2018). Pengaruh Pengembangan Karir, Kompensasi Dan Motivasi Kerja
Terhadap Kepuasan Kerja Karyawan Di Pt. Alun Alun Indonesia Kreasi. Swot, 7(3), 542-558.

Manik, S. (2016). Faktor-Faktor Yang Mempengaruhi Pemberian Kompensasi Pada Karyawan Bank. Al-
Masraf: Jurnal Lembaga Keuangan Dan Perbankan, 1(2), 229-224.

Muttagien, F. 2014. "Pengaruh Kepemimpinan Dan Kompensasi Terhadap Kepuasan Kerja Karyawan
Outsorching Pada Pt Bri Cabang Lumajang”. Jurnal Wiga Volume 4 No. 1. Lumajang: Stie Widya Gama
Lumajang.

Muhammad, A. (2018). Pengaruh Kompensasi Terhadap Motivasi Kerja Di Pt Hametetsu Indonesia.
Jurnal llmu Administrasi, 3(1), 426-433.

Nugroho, Agus Dwi., Dan Kunartinah. 2012. "Analisis Pengaruh Kompensasi Dan Pengembangan Karir
Terhadap Kepuasan Kerja Dengan Mediasi Motivasi Kerja (Studi Pada Pns Di Sekertariat Daerah
Kabupaten Pekalongan)".Jurnal Bisnis Dan Ekonomi Volume 19 No 2. Semarang: Fakultas Ekonomi
Universitas Stikubank.

Pramono, M. A., & Handini, S. (2020). Pengaruh Pelatihan Kerja, Budaya Organisasi, Pengembangan
Karier, Dan Kompensasi Terhadap Kepuasan Kerja Pegawai Kesyahbandaran Utama Tanjung Perak
Surabaya. Soetomo Business Review, 1(1).

Pangesti, K. (2019). Pengaruh Motivasi Kerja, Pengembangan Karir, Kompensasi, Terhadap Kepuasan
Kerja Karyawan Pt Sa. Jurnal Iimu Dan Riset Manajemen (Jirm), 8(3).

Parimita, W., Khoiriyah, S., & Handaru, A. W. (2018). Pengaruh Motivasi Kerja Dan Kompensasi
Terhadap Kepuasan Kerja Pada Karyawan Pt Tridaya Eramina Bahari. Jrmsi-Jurnal Riset Manajemen
Sains Indonesia, 9(1), 125-144.

Parimita, W., Khoiriyah, S., & Handaru, A. W. (2018). Pengaruh Motivasi Kerja Dan Kompensasi
Terhadap Kepuasan Kerja Pada Karyawan Pt Tridaya Eramina Bahari. Jrmsi-Jurnal Riset Manajemen
Sains Indonesia, 9(1), 125-144.

Parvaneh Gelardl & Sheida Rezaeil 2016. The Relationship Between Job Motivation, Compensation
Satisfaction And Job Satisfaction In Employees Of Tax Administration — A Case Study In Tehran, Asian
Sacial Science, Faculty Of Management, Islamic Azad University, South Tehran Branch, Iran, Vol. 12,
No. 2; 2016

Pangesti, K. (2019). Pengaruh Motivasi Kerja, Pengembangan Karir, Kompensasi, Terhadap Kepuasan
Kerja Karyawan Pt Sa. Jurnal IImu Dan Riset Manajemen (Jirm), 8(3).

Permana, A., Aima, M. H., Ariyanto, E., & Nurmahdi, A 2019. Pengaruh Motivasi Dan Kompensasi
Terhadap Kepuasan Kerja Dosen Di Universitas Bina Bangsa Fakultas Ekonomi Dan Bisnis Jurnal Jdm,
Vol. 2.

Qureshi, Javeria Ashfaq., Khansa Hayat,Mehwish Ali, And Nosheen Sarwat 2011. “Impact Of Job
Satisfaction And Organizational Commitment On Employee Performance, Evidence From Pakistan”.
Interdisciplinary Journal Of Contemporary Research In Business Institute Vol 3, No 4.

Porter, L. W., Bigley, G. A., And Steers, R. M. (2003). Motivation And Work Behaviour (7th Ed.). New
York: Mcgraw-Hill, Inc.

Rabia Inam Khan (Corresponding Author), Hassan Danial Aslam, Fan Lodhi (2011). Compensation
Management: A Strategic Conduit Towards Achieving Employee Retention And Job Satisfaction In
Banking Sector Of Pakistan. International Journal Of Human Resource Studies Vol. 1, No. 1.

AJHSSR Journal Page | 266



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]

[71]

[72]

[73]

Rahmadiansyah, Y. (2020). Pengaruh Kompetensi, Pengembangan Karir Dan Insentif Terhadap Kinerja
Pegawai Pada Dinas Kesehatan Aceh Besar (Doctoral Dissertation).

Sholihuddin, A., Slamet, A. R., & Rahman, F. (2020). Pengaruh Moativasi Kerja, Pengembangan Karir
Dan Disiplin Kerja, Terhadap Kinerja Pegawai Di Dinas Pemberdayaan Masyarakat Dan Desa, Dan
Keluarga Berencana Kab. Tuban. Jurnal IImiah Riset Manajemen, 9(15).

Saleh, D. S., & Imbari, S. (2019). Kajian Production Emphasis, Pengembangan Karir Protean, Dan
Kompensasi Sosial Pada Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Mediasi. Eqgien:
Jurnal Ekonomi Dan Bisnis, 6(2), 17-27.

Sari, D. P., & Candra, Y. (2020). Pengaruh Pengembangan Karir, Self Efficacy, Dan Motivasi Kerja
Terhadap Kinerja Karyawan. Jurnal Ekonomi Manajemen Sistem Informasi, 1(3), 224-228.

Sapila, Endang. 2013. "Pengaruh Motivasi Kerja, Kepemimpinan Dan Pengembangan Karir Terhadap
Kepuasan Kerja Karyawan Pada Dinas Pendidikan Kabupaten Pasaman”. Dalam Utomo, Danu Budi.
2014. "Pengaruh Pengembangan Karir Terhadap Kepuasan Kerja Karyawan Dengan Motivasi Kerja
Sebagai Variabel Intervening". Skripsi. Semarang: Fakultas Ekonomi Universitas Diponegoro.
Septyawati, Nise. 2013. "Analisis Pengembangan Karir Pengaruhnya Terhadap Kepuasan Kerja
Karyawan Pada Kantor Pusat Pt Pos Indonesia (Persero) Bandung”. Jurnal Manajemen.Bandung:
Universitas Komputer Indonesia.

Sinaga, H. H. U., & Wahyanti, C. T. (2019). Pengaruh Pengembangan Karir Dan Kompensasi Terhadap
Kepuasan Kerja Karyawan Pt PIn (Persero) Uid Jateng & Di Yogyakarta. Jurnal Ilmu Sosial Dan
Humaniora, 8(2), 184-197.

Sinaga, H. H. U., & Wahyanti, C. T. (2019). Pengaruh Pengembangan Karir Dan Kompensasi Terhadap
Kepuasan Kerja Karyawan Pt PIn (Persero) Uid Jateng & Di Yogyakarta. Jurnal llmu Sosial Dan
Humaniora, 8(2), 184-197.

Made, Suwandana Igusti (2018). "Employee Career Development: A Study On Career Management,
Competence, Satisfaction And Organizational Commitment In A Star Hotel Of Bali." Russian Journal Of
Agricultural And Socio-Economic Sciences 82.10 (2018).

Suhardi, S. (2019). Pengaruh Motivasi Kerja, Kompetensi, Lingkungan Kerja Dan Kompensasi Terhadap
Kinerja Karyawan Pt. Asuransi Jiwa Di Kota Batam Dengan Organizational Citizenship Behavior
Sebagai Variabel Intervening. Jurnal Benefita: Ekonomi Pembangunan, Manajemen Bisnis & Akuntansi,
4(2), 296-315.

Tilahun Nigatu. Effect Of Compensation, Motivation And Organizational Climate On Employee
Satisfaction: Study On Ethiopian Airline At Bahirdar District, International Journal In Management And
Social Science (Impact Factor- 5.276). VVol.04 Issue-06, (June, 2016).

Utami, V. A. V. W. R., & Dwiatmadja, C. (2020). Pengaruh Pengembangan Karir, Motivasi Kerja Dan
Pemberian Kompensasi Terhadap Loyalitas Kerja Karyawan (Studi Kasus Pada Karyawan Pt. Tribun
Berita Online). International Journal Of Social Science And Business, 4(2), 267-275.

Fleisher, C, Khapova, S, And Jansen, P, 2014, “Effects Of Employees' Career Competencies
Development On Their Organizations: Does Satisfaction Matter”, Career Development International,
Vol. 19, No. 6, Pp. 700-717.

Widya Parimita,Siti Khoiriyah,Agung Wahyu Handaru2018.”Pengaruh Motivasi Kerja Dan Kompensasi
Terhadap Kepuasan Kerja Pada Karyawan Pt.Tridaya Eramina Bahari”.Jurnal Riset Manajemen Sains
IndonesiaVol 9, No. 1, 2018. Fakultas Ekonomi Universitas Negeri Jakarta

Wijaya, T. (2015). Pengaruh Motivasi Dan Kompensasi Terhadap Kinerja Karyawan Pada Pt Sinar Jaya
Abadi Bersama. Agora, 3(2), 37-45.

Wijayanti, I. R., Budiwibowo, S., & Wijaya, A. L. (2017, October). Pengaruh Pengembangan Karir Dan
Motivasi Terhadap Kepuasan Kerja Karyawan Pt. Inka (Persero) Madiun. In Fipa: Forum Ilmiah
Pendidikan Akuntansi (Vol. 5, No. 1).

Wuarlima, F., Kojo, C., & Sendow, G. M. (2019). Pengaruh Keseimbangan Kehidupan Kerja,
Keterlibatan Kerja Danpengembangan Karir Terhadap Kepuasan Kerja Karyawan Pada Gran Puri Hotel
Manado. Jurnal Emba: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 7(4).

Yakub, Y. (2017). Pengaruh Keterlibatan Kerja, Budaya Organisasi Dan Motivasi Kerja Terhadap
Kepuasan Kerja Pegawai. Islamic Banking And Finance Journal, 1(3), 273-290.

AJHSSR Journal Page | 267



