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ABSTRACT
Keywords: This study aims to analyse the effect of job training and motivation
Job Training; Work on employee performance with job satisfaction as a mediating

Motivation; Employee variable at Kusuma Agrowisata Resort and Convention Hotel Batu.

Performance; and Job The population of this study were all employees of Kusuma

Satisfaction. Agrowisata Resort and Convention Hotel Batu. The sample used was
87 people. Collecting data using saturated sampling. The analysis
technique uses Partial Least Square (PLS). The results showed that
job training, work motivation, and job satisfaction positively and
significantly affect employee performance. Job training and work
motivation positively and significantly affect job satisfaction. Job
satisfaction can partially mediate the effect of job training on
employee performance and work motivation on performance.
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INTRODUCTION

Human resource management significantly impacts the era of globalisation and makes
competition in every line of life even more challenging, as is the quality of its human resources.
Human resources are one resource that has a critical role in determining the success of company
goals. The element of human resource management is the human being who is the company’s
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workforce. Therefore, a company requires good performance from every employee in order to
support the company's sustainability (Nawawi, 2004).

Employee performance results from work in quality and quantity carried out by an
employee in carrying out his duties following predetermined work standards (Ali & Agustian,
2018; Rachmawati, 2016). Every company will always try to improve the performance of its
employees so that the goals set by the company can be achieved and various ways can be taken
by the company, namely by changing the mindset, improving organisational management, and
prioritising human resource development (Iswanto, 2019; Setiawan & Fitrianto, 2021; Yulianthini
et al., 2016). Human resource management development can be realised by providing training
and equipping employees to increase individual and company productivity (Bolung et al., 2018;
Ulinnuha, 2016; Widodo et al., 2018). Then, training will provide opportunities for employees to
develop new skills and abilities so that what is known and mastered at this time will be helpful in
the future and can help employees understand what should be done and why it should be done
(Kaengke et al., 2018; Tuhumena et al., 2017). In addition to providing training, employees also
need motivation or encouragement at work, where employees can work even harder with high
motivation.

Employee motivation is the level of energy and creativity that employees bring to the
company in their work. The growth of motivation in employees is fundamental or fundamental in
the direction of the process of achieving human resource management goals, namely achieving
optimal employee performance. The study results show that many factors, including work
motivation, influence company performance. If employee motivation is high, the company's
performance will undoubtedly increase (Alfiyah, 2016; Primandaru et al., 2018; Saputra & Mulia,
2020). Employees with high work motivation will work better than employees who do not have
motivation. Good work motivation dramatically influences the success or failure of a company in
achieving company goals (Arianto & Kurniawan, 2020; Widiarti et al., 2018).

Then job satisfaction is also one of the factors that can influence employee performance.
Job satisfaction is a pleasant or unpleasant emotional state with which employees view their work.
Job satisfaction reflects a person's feelings towards his work, which is individual. Each individual
has a different level of satisfaction depending on the value system applied to him. The higher the
assessment of activities that are felt to be following individual wishes, the higher the level of
satisfaction with these activities (Hamdiyah et al., 2016). Thus, satisfaction is an assessment that
describes a person's feelings of pleasure or dissatisfaction in his work (Alhamdi, 2018). Job
satisfaction is obtained from many factors, including individual performance results at work. The
performance of its employees largely determines the success of a company.

Based on some of the research results conducted by previous researchers, some stated that
training and motivation had a positive and significant effect on employee performance (Erwin &
Suhardi, 2020; Noratta & Prabowo, 2019). While the results of research conducted by (Arika &
Sudiro, 2016; Julianry et al., 2017; Paramarta & Suastari, 2018; Subroto, 2018) states that training
and motivation do not have a significant effect on employee performance because changes in
employee performance are not due to training alone, while work motivation does not entirely
affect employee performance because it only encourages employees to work harder.

In this study, job satisfaction is used as a mediating variable between training and work
motivation on employee performance, and there are several studies using job satisfaction as
mediation because there is a relationship between these three variables in improving performance.
This opinion is supported by research (Effendi & Kartika, 2016; Fakhri & Djastuti, 2015) which
states that training has a significant and positive effect on employee performance through job
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satisfaction, meaning that job satisfaction can mediate the impact of training on performance
(Fakhri & Djastuti, 2015; M. Hapsari, 2018; Nurcahyani & Adnyani, 2016) states that motivation
has a positive and significant effect on employee performance which is mediated by job
satisfaction, in this case, if employees have high motivation towards their work they will be able
to improve their performance because of a feeling of comfort and enthusiasm in carrying out
tasks.

As with the hospitality business, hotels are owner-operated businesses that provide tourists
with food, drink and accommodation and may charge a reasonable fee for their services without
contract or privileges (Sulastri, 2019). Perhotel is an industrial or commercial service company
(Ngindana & Hermawan, 2019). There is a lot of competition in the hospitality sector today, so
the management is expected to be able to anticipate this by further increasing training programs
that are more optimal and motivating employees.

Likewise, Kusuma Agrowisata Resort and Convention Hotel for the services and facilities
provided for rooms, restaurants, swimming pools, spas, etc. Training held for Kusuma Agrowisata
Resort and Convention Hotel employees such as maintaining a friendly attitude and courtesy,
training to monitor the smooth implementation of check-in, check-out room reservations, luggage
handling, service information, task discipline, analysing and evaluating the use of guest supplies,
cleaning supplies and responsibilities according to the job. The training is held once a month.
Indications of performance problems based on field observations, there was a failure to achieve
the targets expected by Kusuma Agrowisata Resort and Convention Hotel Batu during the last six
months. This is because there are still several complaints about the service to Kusuma Agrowisata
Resort and Convention Hotel where customers feel the services provided are still unsatisfactory,
such as when booking a room where the clerk accesses, the room order confirmation process is
not following the wishes of the customer, check-in time is too long which are not following the
regulations applied by Kusuma Agrowisata Resort and Convention Hotel, and have an impact on
decreasing employee performance.

Several things were also complained about by Kusuma Agrowisata Resort and Convention
Hotel Batu employees, namely the provision of training with a period that was too long, which
made employees feel bored in the room, there was still a lack of motivation given by superiors to
employees, and job satisfaction felt by employees which is a factor in employee performance
problems at Kusuma Agrowisata Resort and Convention Hotel Batu. This study aims to analyse
the effect of job training and work motivation on employee performance partially, analyse the
effect of job training and work motivation on job satisfaction partially, analyse the effect of job
training on employee performance through job satisfaction, and analyse the effect of work
motivation on employee performance through job satisfaction.

LITERATURE REVIEW

Training is a process of teaching knowledge and skills to employees so that they can carry
out their duties properly, and it has been proven to result in positive employee performance
improvements and influence employee performance through the development of employee
knowledge, skills, abilities, competencies and behaviour (Dihan & Pratama, 2018; Permatasari,
2018). Siagian & Khuzaini (2015) shows that training has a direct and significant effect on
employee job satisfaction, which means that employee training efforts are positive and will
determine employee job satisfaction. Research by (Dewi, 2019; Meidita, 2019; Training et al.,
2016) is slightly different; it states that training has a positive and insignificant impact on job
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satisfaction, where training can increase satisfaction with increased performance after training
can increase self-confidence at work.
Hypothesis 1: Job training has a significant effect on job satisfaction

Motivation is an encouragement of needs within employees that need to be fulfilled so that
employees can adapt to their environment and achieve the goals that have been set. In other words,
motivation is the energy to generate an internal drive to achieve specific goals (Fadil, 2016). Work
motivation has a positive and significant effect on job satisfaction, meaning that employees need
work mativation to achieve high job satisfaction (Hanafi &, 2017; Lumentut & Dotulong, 2015;
Rismayadi & Maemunah, 2016). However, the magnitude is very relative or varies depending on
the type of job satisfaction itself from person to person.

Hypothesis 2: Work motivation has a significant effect on job satisfaction

Farida (2012) stated that based on path analysis and hypothesis testing, it was found that
training positively affected performance. Research by Fakhri et al., (2020), Sujoko (2020) also
states that training positively and significantly affects employee performance. Training is one of
the company's means so that each employee knows more about the company and is more
understanding and capable of the work and tasks given to them.

Hypothesis 3: Job training has a significant effect on employee performance

Bianca et al., (2014), Farisi et al., (2020) state that motivation positively and significantly
influences employee performance variables. Hastuti's (2019) research results also show that work
motivation has a positive and significant effect on performance; motivation causes human
behaviour to want to work hard and enthusiastically to achieve optimal results to produce even
better performance. The higher the motivation at work, the better the performance will be.
Hypothesis 4: Work motivation has a significant effect on employee performance

Employee performance is the result of work in quality and quantity carried out by
employees in carrying out their duties following the responsibilities assigned and focused on
efforts to improve performance in achieving company goals to carry out their duties
responsibilities (Baihaqgi & Paulus, 2020; Febrianti & Triono, 2020). Research conducted by
(Hidayat, 2021; Mulyatna et al., 2018) suggests that job satisfaction positively and significantly
affects employee performance. This indicates that the higher employee job satisfaction, the
employee will show the best performance.

Hypothesis 5: Job satisfaction has a significant influence on employee performance

Job satisfaction is a person's feelings of pleasure or displeasure towards his work, taking
into account the aspects that exist in the work situation and co-workers, individually a person has
a different level of job satisfaction even though he is in the same type of work this can be seen
from the group of requirements and the system that applies to him. himself(Ali & Agustian, 2018;
Shobirin et al., 2016). Training has a significant and positive effect on employee performance
through job satisfaction, meaning that job satisfaction can mediate the effect of training on
performance (Fakhri & Djastuti, 2015; Kartikasari & Djastuti, 2017). Motivation positively and
significantly affects employee performance mediated by job satisfaction (MI Hapsari, 2016;
Novianti et al., 2015; Nurcahyani & Adnyani, 2016).

Hypothesis 6: Job training has a significant effect on employee performance through job
satisfaction

Hypothesis 7: Work motivation has a significant impact on employee performance through job
satisfaction
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Therefore, the following conceptual framework of this research :

Employee
performance

Work training

Job satisfaction

Work
motivation

Figure 1. Research Framework
Source: developed in this research, 2023

RESEARCH METHOD

The type of research used is "explanatory” with a quantitative descriptive approach. This
research was conducted at Kusuma Agrowisata Hotel, which is located in the centre of the tourist
town of Batu with the address Jalan Abdul Gani Atas, PO BOX 36, Ngaglik sub-district, Batu
sub-district, East Java province, Indonesia. The population in this study were all employees at
Kusuma Agrowisata Resort and Convention Hotel Batu, totalling 87 employees. The data source
used in this study is primary data with a questionnaire as a data collection tool and uses a Likert
scale as a measurement tool. The research instrument uses validity and reliability tests. Data
analysis techniques used statistical techniques and Structural Equation Model (SEM) with data
analysis using SmartPLS software.

RESULT AND DISCUSSION

A total of 87 respondents were used in this study which showed several characteristics.
Most of the Kusuma Agrowisata Resort and Convention Hotel Batu employees are male; namely
73.6%, and more respondents are aged 26 - 35 years and 36 - 45 years; this shows that most of
the employees of Kusuma Agrowisata Resort and Convention Hotel Batu are involved in this
study were still in their productive age. The percentage of married respondents is 63.2%; this
shows that most of the Kusuma Agrowisata Resort and Convention Hotel Batu employees
involved in this study are married. Most of Kusuma Agrowisata's employees have graduated with
Bachelor's Degrees, which shows that most of the employees of Kusuma Agrowisata Resort and
Convention Hotel Batu who were involved in this study had bachelor's degrees. The most job
descriptions are 14.9% in the food & beverage sector. Other characteristics are described in the
table below.

Table 1. Characteristics of Respondents

No Content Frequency Percentage
1 Gender

Man 64 73.6%

Woman 23 26.4%
2 Age

17-25 Years 15 17.2%
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No Content Frequency Percentage
26-35 Years 32 36.8%
36-45 Years 32 36.8%
46-55 Years 6 6.9%

3 Status
Marry 55 63.2%
Not married yet 28 32.2%
Other 4 4.6%

4 Education
Senior High School 25 28.7%
D1-D4 12 13.8%
S1 44 50.6%
S2 6 6.9%

5  Job description
A&G 5 5.7%
FrontOffice 8 9.2%
House Keeping 7 8.0%
Food & Beverages 13 14.9%
Engineering 9 10.3%
Personnel 5 5.7%
accounting 10 11.5%
Marketing Hotels 6 6.9%
marketing 3 3.4%
BTT 10 11.5%
Recreation 6 6.9%
Sport 5 5.7%

Source: Processed data (2022)

Convergent validity is the value of the loading factor on each latent variable with its
indicators. Convergent validity measurements can be seen through the loading factor value (>
0.7) and the Average Variance Extracted (AVE) value (> 0.5). The results of the measurement
model analysis show that the variables of job training, work motivation, employee performance,
and job satisfaction, as measured by the five indicators, show that all indicators have a loading
factor value greater than 0.7; thus, all indicators are valid. Based on the Average Variation
Extracted (AVE) calculation results, it shows that all indicators that measure the variables of job
training, work motivation, employee performance and job satisfaction produce an average
extracted variance value (AVE) of more than 0.5. Thus declaring a valid indicator to measure the
variable. The results of the calculation of Convergent Validity and AVE values are shown in
Table 2.

After testing Convergent Validity, the subsequent analysis is Composite Reliability
testing. This test aims to test the consistency of the measuring instrument used for
Measure the consistency of respondents' answers. This test was determined using
Cronbach alpha measurements (< 0.60) and composite reliability (> 0.70). Based on the
calculations performed show that the composite reliability for the variables of job training,
work motivation, employee performance and job satisfaction is more significant than 0.7 and is
declared reliable. While Cronbach's Alpha value on the variables of job training, work motivation,
employee performance, and job satisfaction is more significant than 0.6. Thus declared reliable.
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The results of the calculation of Composite Reliability and Cronbach Alpha values are shown in
Table 3.

Table 2. Convergent Validity and AVE

Variable Indicator Loading AVE Information
Factor

X1.1 0.826 Valid

X1.2 0.813 Valid

Job Training (X1) X1.3 0.859 0.688 Valid
X1.4 0.832 Valid

X1.5 0.816 Valid

X2.1 0.810 Valid

X2.2 0.850 Valid

Work Motivation (X2) X2.3 0.833 0.679 Valid
X2.4 0.846 Valid

X2.5 0.778 Valid

Y1 0.800 Valid

Y2 0.853 Valid

Employee Performance (Y) Y3 0.833 0.671 Valid
Y4 0.840 Valid

Y5 0.765 Valid

Z1 0849 Valid

Z2 0.831 Valid

Job Satisfaction (Z) Z3 0.831 0.689 Valid
Z4 0.835 Valid

Z5 0.804 Valid

Source: Processed data (2022)

Table 3. Composite Reliability and Cronbach Alpha

Variable Composite Reliability  Cronbach's Alpha Information
Job Training (X1) 0917 0887 Reliable
Work Motivation (X2) 0913 0.881 Reliable
Employee Performance (Y) 0910 0.877 Reliable
Job Satisfaction (2) 0917 0887 Reliable

Source: Processed data (2022)

The structural model is evaluated using the Coefficient of Determination R2 for
endogenous structures. R-square value can be used to assess the effect of independent latent
variables (exogenous) on the independent latent variable (exogenous). The higher the value of
R2, the better the model in the research. Predictive Relevance (Q2) test to get an overview of the
feasibility of predictive relevance to get variations that related constructs can explain. A Q2 value
greater than 0 indicates the model has solid predictive relevance.

The R-square variable of job satisfaction is 0.610 (61.0%). This can indicate that the
diversity of job satisfaction variables can be explained by job training and work motivation
variables of 61.0% or, in other words, the contribution of job training and work motivation
variables to job satisfaction variables is 61.0%. The R-square for the employee performance
variable is 0.833 (83.3%). This shows that the diversity of employee performance variables can
be explained by the variables of job training, work motivation and job satisfaction of 83.3%, or
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in other words, the contribution of job training variables, work motivation and job satisfaction to
employee performance variables has a value of 83.3 %.

Table 4. The Goodness of Fit Model

Endogenous R Square
Job Satisfaction (Z) 0.610
Employee Performance (Y) 0.833

Source: Processed data (2022)

While the value of Q2 Q-Square predictive relevance (Q2) is 0.935 or 93.5%, this shows
that the diversity of employee performance variables can be explained by the overall model of
93.5%, in other words, the contribution of job training, work motivation, and job satisfaction
variables to the overall employee performance variable (direct and indirect influence) is 93.5%.

Table 5. Direct Hypothesis Testing

Hypothesis Pa-t h T . P Information
Coefficient Statistics Value
Job Training — Job Satisfaction 0.348 2,601 0.010 Accepted
Work Motivation — Job Satisfaction 0.502 4,027 0.000 Accepted
Job Training — Employee Performance 0.250 4011 0.000 Accepted
Work Motivation — Employee Performance 0.304 4,074 0.000 Accepted
Job Satisfaction — Employee Performance 0.460 6,726 0.000 Accepted

Source: Processed data (2022)

Based on direct hypothesis testing shows that there is a positive and significant effect of
each variable exogenous to endogenous variables, meaning that all hypothesis testing is directly
declared accepted. The test results show that job training positively and significantly affects job
satisfaction. This means that the more influential the provision of job training, it will increase the
ability and expertise of employees so that employees are satisfied with the work achieved. These
results align with previous research, namely, job training positively and significantly affects job
satisfaction (Saprudin, 2018; Setiawan et al., 2021; Salim et al., 2022). Employees who have
attended the training will find it easier to do their work and feel satisfied with the results and vice
versa.

Hypothesis testing shows that work maotivation positively and significantly affects job
satisfaction. This means that if employees get positive motivation from superiors, it triggers them
to work well to get good work results and ultimately can make them feel satisfied with their
current working conditions. This research follows previous research (Solihatun et al., 2021;
Ardianti et al., 2018; Ratnaningsih, 2017). The results of this study are consistent with the theory
put forward by Hasibuan (2017), saying that several causes can affect employee job satisfaction,
including work motivation. The results of the following hypothesis show that job training has a
positive and significant effect on employee performance. This means that the training at Kusuma
Agrowisata Resort and Convention Hotel Batu has been running effectively so that employees
can work well and successfully in the work they are engaged in to produce a good performance.
This research follows previous research (Suryantiko & Lumintang, 2018; Subroto, 2018;
Rakhman, 2022).

Based on the research results, work motivation has a positive and significant effect on
employee performance. This means that the more positive encouragement given by superiors to
employees, the better the resulting performance because work motivation drives employees to
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work harder. These results align with research conducted by (Budianto, 2017; Hanafi & Yohana,
2017; Astria, 2018). Motivation is a condition that encourages a person to try to achieve the
desired goals and results. Hypothesis testing found that job satisfaction positively and
significantly affects employee performance. This means that the higher the job satisfaction, the
more employee performance will increase because when employees are satisfied with their work,
the better employee performance will be. These results align with previous research (Lie &
Siagian, 2018; Oktavianti, 2020; Fernanda & Sagoro, 2016). The results of this study are
consistent with the theory put forward by Kreitner & Kinicki (2001), which states that job
satisfaction is a cause that can affect employee performance because when workers are satisfied
with their jobs will be more productive and will be able to produce a good performance.

Table 6. Indirect Hypothesis Testing

Indirect T P

Hypothesis Coefficients Statistics ~ Value Information
Job Training — Job Satisfaction — 0.160 2 426 0.011 Accepted
Employee Performance
Work Motivation — Job Satisfaction — 0.231 3.455 0.002 Accepted

Employee Performance
Source: Processed data (2022)

Based hypothesis testing indirectly shows that the effect of job training variables on
employee performance through job satisfaction produces a path coefficient of 0.160 with a
significant t statistical value of 2.426. This means that job training has a positive and significant
effect on employee performance through job satisfaction. At the same time, the influence of work
motivation variables on employee performance through job satisfaction produces a path
coefficient of 0.231 with a t statistics value of 3.455. This means that work motivation has a
positive and significant influence on employee performance through job satisfaction.

Based on the study's results, it states that job satisfaction can mediate the effect of job
training on employee performance. This means that the higher job satisfaction caused by practical
job training tends to improve employee performance because when the training carried out can
develop skills, skills and can make it easier for employees to overcome work problems, it will
have an impact on employee performance where the resulting performance tends to be better than
before. The employees themselves will also feel satisfied with the work they do. This research
aligns with research (Dihan & Pratama, 2018; Sitawati et al., 2020). Testing the last hypothesis
shows that job satisfaction can mediate the effect of motivation on employee performance. This
means that the higher the job satisfaction felt by employees due to the increased work motivation
received, it tends to improve employee performance because when employees get positive
encouragement from their superiors, they will think that they are considered and valued and, in
the end, will make a good contribution in their place of work; thus they tend to be satisfied with
the work they do. This aligns with previous research (Muhajir, 2019; Dewi & Sutrischastini, 2016;
Lusri & Siagian, 2017).

CONCLUSION

Based on the research and discussion results, the research yields the following conclusions:
job training has a positive and significant effect on job satisfaction. This means that the more
influential the provision of job training, the more capabilities and expertise of employees to make
employees satisfied with the work results achieved. Work motivation has a positive and
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significant effect on job satisfaction. This means that if employees at the Kusuma Agrowisata
Resort and Convention Hotel Batu get positive motivation from superiors, it will trigger
employees to work well to get good work results and, ultimately, make them feel satisfied with
their current working conditions.

Job training has a positive and significant effect on employee performance. This means that
the training at the Kusuma Agrowisata Resort and Convention Hotel Batu has been running
effectively so that employees can work well and succeed in their jobs to perform well. Work
motivation has a positive and significant effect on employee performance. This means that the
more positive encouragement given by superiors to employees, the better the performance
produced because work motivation drives employees to work harder. Job satisfaction has a
positive and significant effect on employee performance. This means that the higher the job
satisfaction, the employee performance will increase because when employees are satisfied with
the work done, the resulting employee performance will be even better.

Employee satisfaction can mediate job training on employee performance. This means that
the higher the job satisfaction caused, the more effective job training tends to improve employee
performance because when the training is carried out, it can develop skills, employee skills and
can make it easier for employees to overcome work problems; it will have an impact on employee
performance where performance the results tend to be better than before and the employees
themselves will also be satisfied with the results of the work they are doing. Work motivation
positively and significantly affects employee performance through job satisfaction.

REFERENCES

Alfiyah, S. E. (2016). Motivasi kerja, loyalitas, dan kualitas karyawan terhadap kinerja karyawan
PT. Varia Usaha Gresik. BISMA (Bisnis Dan Manajemen).
https://journal.unesa.ac.id/index.php/bisma/article/view/2236

Alhamdi, R. (2018). Pengaruh Kompetensi Dan Motivasi Terhadap Kinerja Karyawan Dengan
Kepuasan Kerja Sebagai Variabel Moderasi Di Patra Semarang Convention Hotel. Jurnal
Pariwisata Pesona, 3(1), 57-68. https://doi.org/10.26905/jpp.v3il.1877

Ali, K., & Agustian, D. W. (2018). Analisis Pengaruh Budaya Organisasi Dan Gaya
Kepemimpinan Terhadap Kepuasan Kerja Untuk Meningkatkan Kinerja karyawan Di
Rumah Sakit Muhammadiyah Metro. limiah, 12(2), 7-15.

Ampauleng, A. (2016). Pengaruh Pelatihan Dan Pemberdayaan Terhadap Kepuasan Kerja
Karyawan Pada Perusahaan Pt. Sumber Cipta Multiniaga Cabang Makassar. Bongaya
Journal for Research in Management (BJRM), 1-20. https://doi.org/10.37888/bjrm.v1il.41

Ardianti, F. E., Qomariah, N., & Wibowo, Y. G. (2018). Pengaruh Motivasi Kerja, Kompensasi
Dan Lingkungan Kerja Terhadap Kepuasan Kerja Karyawan (Studi Kasus Pada PT. Sumber
Alam Santoso Pratama Karangsari Banyuwangi). Jurnal Sains Manajemen Dan Bisnis
Indonesia, 8(1), 13-31. https://doi.org/10.32528/smbi.v8i1.1764

Arianto, N., & Kurniawan, H. (2020). Pengaruh Motivasi dan Lingkungan Kerja Terhadap
Kinerja ~ Karyawan. In Manajemen Sumber Daya
openjournal.unpam.ac.id.
http://openjournal.unpam.ac.id/index.php/JJSDM/article/viewFile/4869/3538

Arianto, N., & Septiani, R. (2021). Pengaruh Motivasi Dan Lingkungan Kerja Fisik Terhadap
Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening Pada PT
AJS. Jurnal Arastirma.
http://openjournal.unpam.ac.id/index.php/Jaras/article/view/12368

pg. 10



(Aptil 2023 Vol. 02 No. 01)

Business Innovation Management and Entrepreneurship (Bimantara)

Baihagi, M. 1., & Paulus, A. C. (2020). Pengaruh Motivasi Kerja Terhadap Kinerja Karyawan
Dengan Komimen Organisasi Sebagai Variable Moderasi. JURISMA : Jurnal Riset Bisnis &
Manajemen, 10(2), 127-141. https://doi.org/10.34010/jurisma.v10i2.2828

Bianca, A., Katili, P. B., & Anggraeni, S. K. (2014). Pengaruh Motivasi, Pengembangan Karir,
Dan Kepuasan Kerja Terhadap Kinerja Karyawan. Jurnal Teknik Industri, 419-428.

Bolung, R. V, Moniharapon, S., & ... (2018). Pengaruh Pelatihan Dan Kompensasi Terhadap
Kinerja Pegawai Pada BPMPD Provinsi Sulawesi Utara. ... Ekonomi, Manajemen ....
https://ejournal.unsrat.ac.id/index.php/emba/article/view/20666

Budianto, A. (2017). Pengaruh etika kerja, motivasi kerja dan kompensasi finansial terhadap
kinerja karyawan. Jurnal EMBA, 14(1), 1-5.

Dewi, K., & Sutrischastini, A. (2016). Pengaruh Motivasi Dan Gaya Kepemimpinan Terhadap
Kinerja Karyawan Melalui Kepuasan Kerja Karyawan Sebagai Variabel Intervening Di PD
BPR BKK Wonosobo. Jurnal Riset Manajemen Sekolah
http://jurnal.stieww.ac.id/index.php/jrm/article/view/80

Dewi, N. M. (2019). Analisis Pelatihan, OCB (Organizational Citizenship Behavior), Remunerasi
dengan Kepuasan Kerja Sebagai Variabel Intervening Terhadap Kinerja Karyawan. Jurnal
Equilibiria, 6(1), 1-9.

Dewi, S. K., & Sudaryanto, A. (2020). Validitas dan Reliabilitas Kuesioner Pengetahuan , Sikap
dan Perilaku Pencegahan Demam Berdarah. Seminar Nasional Keperawatan Universitas
Muhammadiyah Surakarta (SEMNASKEP) 2020, 73-79.

Dihan, F. N., & Pratama, M. R. (2018). Pengaruh Pelatihan Dan Budaya Organisasional Terhadap
Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening (Survey Pada
Departemen Sumber Daya Manusia Di Pt. Madubaru Pg/Ps Madukismo). Jurnal Bisnis Teori
Dan Implementasi, 9(1), 58— 75. https://doi.org/10.34149/jmbr.v17i1.169

Erwin, E., & Suhardi, S. (2020). Pengaruh Motivasi Dan Pelatihan Terhadap Kinerja Karyawan
Pt Wonder Trend Indonesia Influence of Motivation and Training Toward Pt Wonder Trend
Indonesia. Jurnal Emba, 8(3), 144-153.

Fakhri, R. F., Djastuti, 1., & Mas, F. (2020). Analisis Pengaruh Kompensasi Dan Pelatihan
Terhadap Kinerja Karyawan Dengan Employee Engagement Sebagai Variabel Intervening
(Studi pada PT Ciomas Adisatwa Unit Pabelan). 9, 59/78.

Farida, E. (2012). Analisis Pengaruh Pelatihan, Motivasi, Dan Lingkungan Kerja Terhadap
Kinerja Bidan Yang Berdampak Pada Kepuasan Kerja Di Kabupaten Bangka Barat Eva
Farida. 42—-63.

Farisi, S., Irnawati, J., & Fahmi, M. (2020). Pengaruh Motivasi dan Disiplin Kerja Terhadap
Kinerja Karyawan. Jurnal Humaniora, 4(1), 15-33.

Fauzan, R. (2015). Efektifitas Pelatihan Terhadap Kepuasan Kerja Dan Komitmen Organisasional
Serta Kinerja Karyawan Bank. Jurnal Keuangan Dan Perbankan, 19(2), 314-325.

Febrianti, R., & Triono, J. (2020). Analisis Pengaruh Kepuasan Kerja dan Motivasi Terhadap
Kinerja Karyawan Dengan Komitmen Organisasional Sebagai Variabel Intervening. Jurnal
limu Ekonomi Manajemen Dan Akuntansi, 1(2), 105-118.

Fernanda, R., & Sagoro, E. M. (2016). Pengaruh Kompensasi, Kepuasan Kerja, Motivasi Kerja
Dan Gaya Kepemimpinan Terhadap Kinerja Karyawan. Nominal, Barometer Riset

Akuntansi Dan  Manajemen, 5(2).
https://doi.org/10.21831/nominal.v5i2.11727

Gary Dessler. (2015). Manajemen Sumber Daya Manusia. Selemba Empat.

Hanafi, B. D., & Yohana, C. (2017a). Pengaruh motivasi, dan lingkungan kerja, terhadap kinerja
karyawan, dengan kepuasan kerja sebagai variabel mediasi pada PT BNI Lifeinsurance.
Jurnal Pendidikan Ekonomi Dan Bisnis ooy 5(1), 73-89.
http://journal.unj.ac.id/unj/index.php/jpeb/article/view/1935

Hanafi, B. D., & Yohana, C. (2017b). Pengaruh Motivasi, Dan Lingkungan Kerja, Terhadap
Kinerja Karyawan, Dengan Kepuasan Kerja Sebagai Variabel Mediasi Pada Pt Bni

pg. 11



Jumiati e al. (2023) B M Bimantara

Lifeinsurance. Jurnal Pendidikan Ekonomi Dan Bisnis (JPEB), 5(1), 73-89.
https://doi.org/10.21009/jpeb.005.1.6

Hastuti, D. (2019). Pengaruh Motivasi, Kompetensi Dan Kepuasan Terhadap Kinerja Kader
Kesehatan Dengan Komitmen Kerja Sebagai Variabel Intervening (Studi Puskesmas
Pagiyanten Kabupaten Tegal). Magisma: Jurnal Iimiah Ekonomi Dan Bisnis, 6(1), 23-34.
https://doi.org/10.35829/magisma.v6il.16

Hermawan, A. (2016). Manajemen Organisasi Dan Pembinaan Prestasi Sepakbola Di Persitema
Temanggung Tahun 2015. lib.unnes.ac.id. http://lib.unnes.ac.id/27668/ Hermawati, R.,
Firdaus, A., Suryani, N. L., Rozi, A., & Erlangga, H. (2021). Pengaruh

Pelatihan Dan Motivasi Terhadap Kinerja Karyawan Pada Bank BJB di Cabang Balaraja Banten.
JENIUS (Jurnal llmiah Manajemen Sumber Daya Manusia), 4(3), 319-331.
https://doi.org/10.32493/jjsdm.v4i3.10459

Hidayat, A. (2021). Pengaruh Kompensasi Dan Motivasi Terhadap Kinerja Karyawan Dengan
Kepuasan Kerja Sebagai Variabel Intervening. Jurnal limu Manajemen (JIMMU), 2(2), 165—
177.

Hindarti, F., & Wayyudi, A. (2015). Pengaruh Reward Terhadap Kepuasan Kerja Dengan
Motivasi Sebagai Variabel Mediasi (Studi Pada Karyawan PT Bank Central Asia Thk.
Cabang Utama Surakarta) Fausta. Ekonomi Dan Kewirausahaan, 103005(3 September
2015), 5-6.

Indrawati, A. D. (2013). n. Jurnal Manajemen, Strategi Bisnis Dan Kewirausahaan, 7(2), 135—
142. https://doi.org/10.24843/MATRIK:JMBK

Iswanto, Y. (2019). Konsep Dasar Manajemen Sumber Daya Manusia. In MSDM (pp.1-51).
https://doi.org/10.31227/0sf.io/2rm84

Janati, F. (2020). Analisis Motivasi terhadap Kinerja Guru dengan dengan Kepuasan Kerja
sebagai Variabel Intervening (Studi pada Yayasan Taman Pendidikan Rahmat Kota Kediri).
Otonomi, 20(2), 311-315.

Jufrizen, J. (2017). Efek Mediasi Kepuasan Kerja Pada Pengaruh Kompensasi Terhadap Kinerja
Karyawan. Jurnal [Imiah Manajemen Dan Bisnis.
http://jurnal.umsu.ac.id/index.php/mbisnis/article/view/1209

Julianry, A., Syarief, R., & Affandi, M. J. (2017). Pengaruh pelatihan dan motivasi terhadap
kinerja karyawan serta kinerja organisasi kementerian komunikasi dan informatika. Jurnal
Aplikasi  Bisnis Dan  .... https://jurnal.ipb.ac.id/index.php/jabm/article/view/16309

Kaengke, A. S., Tewal, B., & Uhing, Y. (2018). Pengaruh Pengembangan Karir, Pelatihan Dan
Motivasi Terhadap Kinerja Karyawan Pada Pt Air Manado. ... Riset Ekonomi,
Manajemen .... https://ejournal.unsrat.ac.id/index.php/emba/article/view/19099

Kurniasari, R. (2018). Pemberian Motivasi serta Dampaknya Terhadap Kinerja Karyawan Pada
Perusahaan Telekomunikasi Jakarta. Widya Cipta: Jurnal Sekretari Dan ~ Manajemen.
https://ejournal.bsi.ac.id/ejurnal/index.php/widyacipta/article/view/2551

Kurniawan, R. A., Qomariah, N., & Winahyu, P. (2019). Dampak Organizationlal Citizenship
Behavior, Motivasi Kerja, dan Kepuasan Kerja Terhadap Kinerja Karyawan. Jurnal
Penelitian Ipteks, 4(2), 148-160.

Lisan, W. (2016). Analisis pengaruh turnover karyawan, motivasi, dan pengayaan pekerjaan,
terhadap kepuasan kerja karyawan pada PT. Enseval Megatrading tbk Manado. Jurnal
Berkala  llmiah Efisiensi. https://ejournal.unsrat.ac.id/index.php/jbie/article/view/13426

Lumentut, M. D. S., & Dotulong, L. O. H. (2015). Pengaruh motivasi, disiplin, dan lingkungan
kerja terhadap kepuasan kerja karyawan pada PT. Bank Sulut Cabang Airmadidi.

Riset Ekonomi, Manajemen
https://ejournal.unsrat.ac.id/index.php/emba/article/view/6573

Lusri, L., & Siagian, H. (2017). Pengaruh Motivasi Kerja Terhadap Kinerja Karyawan Melalui
Kepuasan Kerja Sebagai Variabel Mediasi Pada Karyawan PT . Borwita Citra Prima
Surabaya. Agora, 5(1), 1-8.

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Organisasi, Cetakan Ketujuh.
In Bandung: PT Remaja Rosdakarya Offset.

pg. 12



(Aptil 2023 Vol. 02 No. 01)

Business Innovation Management and Entrepreneurship (Bimantara)

Maulana, R. 1. (2019). Analisis Pengaruh Kepuasan Kerja Terhadap Kinerja Karyawan Dan
Loyalitas Pelanggan (Studi Kasus Pada Bengkel Yamaha Tangsel). Jurnal Disrupsi Bisnis,
2(2).

Meidita, A. (2019). Pengaruh Pelatihan dan Kompetensi Terhadap Kepuasan Kerja Melalui
Motivasi Kerja. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(2), 226-237.
http://journal.umsu.ac.id/index.php/MANEGGIO/article/view/3772

Muhajir, A. (2019). Analisis Pengaruh Motivasi Dan Pengembangan Karir Terhadap Kinerja
Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening (Studi Pada Pt. Mitra
Alami  Gresik). Ekonika: Jurnal Ekonomi Universitas Kadiri, 4(2), 180.
https://doi.org/10.30737/ekonika.v4i2.448

Nawawi. (2004). Manajemen Sumber Daya Manusia Untuk Bisnis Yang kompetitif (ke- 4).
Universitas Gadjah Mada.

Noratta, S., & Prabowo, B. (2019). Pengaruh Pelatihan Dan Motivasi Terhadap Kinerja Karyawan
Pt.  Timur Raya  Lestari. Jurnal  Ekonomi  Efektif, 1(3), 162-172.
https://doi.org/10.32493/jee.v1i3.3469

Novarini, N. (2016). Peran Motivasi Kerja Individu Pada Hubungan Persepsi Keadilan
Kompensasi Dengan Kepuasan Kerja Dan Intensi Keluar Karyawan Bankbca Cabang Kuta.
Jurnal llmu Manajemen Mahasaraswati, 6(2), 99926.

Nurdiana Dihan, F., & Pratama, M. R. (2018). Pengaruh Pelatihan Dan Budaya Organisasional
Terhadap Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening (Survey
Pada Departemen Sumber Daya Manusia Di PT. Madubaru Pg/Ps Madukismo). JBTI : Jurnal
Bisnis Teori Dan Implementasi, 9(1), 58-75. https://doi.org/10.18196/bti.91100

Oktavianti, N. (2020). Pengaruh Motivasi dan Kepuasan Kerja terhadap Kinerja Kerja Karyawan
PT. DEW Indonesia. JENIUS (Jurnal llmiah Manajemen Sumber Daya Manusia), 3(2), 148.
https://doi.org/10.32493/jjsdm.v3i2.3900

Paramarta, W. A., & Suastari, N. L. (2018). Employee Engagement Dan Motivasi Pengaruhnya
Terhadap Kepuasan Kerja Dan Kinerja Karyawan Waterbom Bali. Forum  Manajemen

Indonesia, 16(1), 74-85. https://doi.org/10.4324/9780203889015.ch18

Permatasari, R. J. (2018). Analisis Pengaruh Pendidikan Dan Pelatihan, Motivasi Dan

Kompensasi Terhadap Kinerja Karyawan (Pada Citibank Pondok Indah Jakarta Selatan).
Manajemen SumberDaya Manusia).
http /lopenjournal.unpam.ac.id/index.php/JJISDM/article/view/1285

Primandaru, D. L., Tobing, D. S., & ... (2018). Pengaruh Motivasi Kerja Dan Lingkungan Kerja
Terhadap Kepuasan Kerja, Disiplin Kerja Dan Kinerja Karyawan Pt. Kereta Api Indonesia
(Persero) Daop Ix Jember. BISMA: Jurnal Bisnis Dan
https://jurnal.unej.ac.id/index.php/BISMA/article/view/7890

Rachmawati, F. (2016). Pengaruh pelatihan kerja dan motivasi kerja terhadap kinerja karyawan
pada pt trias sentosa, krian sidoarjo. Agora.
http://publication.petra.ac.id/index.php/manajemen-bisnis/article/view/4814

Rakhman, A. A. (2022). Pengaruh pendidikan, pelatihan, pengalaman kerja, dan kompensasi
terhadap kinerja karyawan. 9(1), 83-95.

Raston sitio. (2019). Analisa Fasilitas Kerja, Pelatihan dan Kedisiplinan Terhadap Kinerja
Karyawan PT. Centrayasa Megatamacipta. ECo-Buss, 2.

Ratag, P. (2016). Pengaruh pelatihan, fasilitas kerja dan kompensasi terhadap kepuasan kerja
karyawan pada PT United Tractors cabang Manado. Jurnal Berkala IImiah Efisiensi.
https://ejournal.unsrat.ac.id/index.php/jbie/article/view/13425

Ratnaningsih, N. (2017). Pengaruh Promosi Dan Motivasi Terhadap Kepuasan Kerja: Studi Pada
Bank BJB Se-Priangan Timur. Journal of Management Review, 1(3), 123-132.
http://jurnal.unigal.ac.id/index.php/managementreview

Ratnasari, S. L., Buulolo, M., & ... (2020). Analisis Karakteristik Individu, Lingkungan Kerja,
Iklim Organisasi, Motivasi, Dan Kompensasi Terhadap Kinerja Karyawan.

pg. 13



Jumiati e al. (2023) B M Bimantara

JURNAL Manajemen Dan ...
https://journal.unifa.ac.id/index.php/manor/article/view/175

Rismayadi, B., & Maemunah, M. (2016). Pengaruh Motivasi Kerja, Kepemimpinan dan Budaya
Organisasi Terhadap Kepuasan Kerja Karyawan serta Dampaknya pada Kinerja Perusahaan
(Studi kasus pada PT. Concord Indonesia). Jurnal Manajemen & Bisnis Kreatif,
2(1), 124-135. https://doi.org/10.36805/manajemen.v2i1.181

Robbins. (2016). Manajemen Penilaian Kinerja Karyawan. Gaya Media. Sahangggamu, P. M., &
Mandey, S. L. (2015). Pengaruh Pelatihan Kerja, Motivasi, Dan Disiplin Kerja Terhadap
Kinerja Karyawan Pada PT. Bank Perkreditan Rakyat Dana Raya. Jurnal EMBA: Jurnal
Riset .... https://ejournal.unsrat.ac.id/index.php/emba/article/view/6359

Salim, E., Kirana, K. C., & Welsa, H. (2022). Analisis Pelatihan dan Kompensasi terhadap
Kinerja Karyawan Melalui Kepuasan Kerja Sebagai Variabel Intervening pada PT. Anugrah
Harapan Nusantara. J-MAS (Jurnal Manajemen Dan Sains), 7(1), 157.
https://doi.org/10.33087/jmas.v7i1.383

Saprudin, S. (2018). Pengaruh Pelatihan Dan Kompensasi Terhadap Kepuasan Kerja Karyawan.
Journal of Information System, Applied, Management, Accounting and Research, 2(1), 14—
19.

Saputra, A. T., Bagial, I. W., & Yulianthini2, N. N. (2016). Pengaruh Kepuasan Kerja Dan
Loyalitas Karyawan Terhadap Kinerja Karyawan. E-Journal Bisma Universitas Pendidikan
Ganesha, 4, 1-8. https://doi.org/10.34007/ebmsj.v1il.3

Saputra, N., & Mulia, R. A. (2020). Kontribusi Kompensasi Dan Motivasi Kerja Terhadap
Kepuasan Kerja Pegawai Di Dinas Pendidikan Dan Kebudayaan Kabupaten Agam.

Ensiklopedia  Sosial Review. http://jurnal.ensiklopediaku.org/ojs-2.4.8-
3/index.php/sosial/article/view/440

Sembiring, M., & Tanjung, H. (2021). Efek Mediasi Kepuasan Kerja Pada Pengaruh Motivasi
Dan Kemampuan Kerja Terhadap Kinerja Pegawai. Jurnal llmiah Magister Manajemen,
4(1), 131-144.

Setiawan, D. H., Idris, M., & Suriani, S. (2021). Analisis Kompetensi Sumber Daya Manusia
Terhadap Kinerja Karyawan Airport Rescue And Fire Fighting Di Bandara Sultan
Economics Bosowa. http://economicsbosowa.unibos.id/index.php/eb/article/view/472

Setiawan, I., Ekhsan, M., & Parashakti, R. dhyan. (2021). Pengaruh pelatihan terhadap kinerja
karyawan yang di mediasi kepuasan kerja. Jurnal Perspektif Manajerial Dan Kewirausahaan
(JPMK), 1(2), 186-195. http://jurnal.undira.ac.id/index.php/jpmk/article/view/32

Shobirin, M., Minarsih, M. M., & Azis Fathoni. (2016). Analisis Pengaruh Kepemimpinan,
Komitmen Organisasi Dan Kepuasan Kerja Terhadap Keinginan Pindah Kerja Karyawan
PT. PT. Bank BTPN Mitra Usaha Rakyat Area Semarang. Journal Of Management VVol.02
No0.02 , Maret 2016, 02(02).

Siagian, S. S. ., & Khuzaini, K. (2015). Pengaruh Pelatihan, Kepuasan Kompensasi, Motivasi
Dan Disiplin Kerja Terhadap Kinerja karyawan. Jurnal I[lmu Dan Riset....
http://jurnalmahasiswa.stiesia.ac.id/index.php/jirm/article/view/3357 Simarmata, R. M.
(2021). Analisis Pengaruh Stres Kerja Dan Disiplin Kerja Terhadap

Kepuasan Kerja (Studi Pada Pegawai PT Angkasa Pura Il (Persero) Kantor Cabang Bandara
Husein Sastranegara Bandung). JENIUS (Jurnal IImiah Manajemen Sumber Daya
Manusia), 5(1), 63. https://doi.org/10.32493/jjsdm.v5i1.13142

Sitawati, E. D., Suswati, E., & Wahyono, G. B. (2020). Analisis Dampak Pelatihan Dan Motivasi
Kerja Terhadap Kinerja Melalui Kepuasan Kerja Guru Sekolah Dasar Negeri Kota
Mojokerto. Jurnal Ekonomi Dan Manajemen Journal Of Economics and Management, 21(3).

Solihatun, Darmawan, A., & Bagis, F. (2021). Pengaruh Motivasi Dan Lingkungan Kerja
Terhadap Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening.
Derivatif : Jurnal Manajemen, 15(1), 57-69. https://doi.org/10.1201/9781003228196-2

Subroto, S. (2018). Pengaruh pelatihan dan motivasi terhadap kinerja karyawan. 12(1), 18-33.

pg. 14



(Aptil 2023 Vol. 02 No. 01)

Business Innovation Management and Entrepreneurship (Bimantara)

Sujoko, P. (2020). Analisis Pengaruh Pelatihan Dan Motivasi Kerja Terhadap Kinerja Karyawan
Pt. Bringin Life Syariah. Jurnal Lentera Bisnis, 9(1), 84-94.
https://doi.org/10.34127/jrlab.v9i1.356

Suryantiko, D., & Lumintang, G. (2018). The Influence of Work Training and Career
Development to Employee Performance (Study on PT Air Manado). Jurnal EMBA : Jurnal
Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 6(1), 351-360.

Suryanto, D. (2020). Effect of Motivation and Job Satisfaction on Employee Performance with
Compensation as an Intervening Variable Pengaruh Motivasi dan Kepuasan Kerja terhadap
Kinerja Pegawai dengan Kompensasi sebagai Variabel Intervening. Manajemen Studies and
Antrepreneurship Journal, 1(2), 98-109.

Syamsuri, A. R., & Siregar, Z. M. E. (2018). Analisis Pelatihan, Disiplin Kerja, Remunerasi, dan
Motivasi Berprestasi dengan Kepuasan Kerja Sebagai Variabel Intervening terhadap Kinerja
Karyawan. JSHP ( Jurnal Sosial Humaniora Dan Pendidikan), 2(2), 95.
https://doi.org/10.32487/jshp.v2i2.470

Tjiong Fei Lie dan Dr. Ir. Hotlan Siagian, M. S. (2018). Pengaruh Kepuasan Kerja Terhadap
Kinerja Karyawan Melalui Motivasi Kerja pada CV. Union Event Planner. Agora, 6(1).

Tuhumena, F. M. B., Kojo, C. K. C.,, & ... (2017). ccc. ... Ekonomi, Manajemen ....
https://ejournal.unsrat.ac.id/index.php/emba/article/view/16499

Ulinnuha, M. (2016). Analisis Faktor Internal yang Mempengaruhi Produktivitas Kerja Karyawan
Bagian Produksi pada PT. Segara Timber di Samarinda. E-Journal Ilmu Administrasi Bisnis,
4(2), 506-520.

Widodo, T., Alamsyah, N., & Utomo, C. B. (2018). Analisis Pengaruh Gaya Kepemimpinan,
Disiplin Kerja Dan Pelatihan Kerja Terhadap Kinerja Karyawan Di PT Telkom Indonesia
Cabang Batam. In  Jurnal Industri  Kreatif  (JIK).  scholar.archive.org.
https://scholar.archive.org/work/rcz3s3julrgxbhdwrvtwpa6lla/access/wayback/http://ojs.stt-
ibnusina.ac.id:80/index.php/JIK/article/download/77/71

Yanti Mayasari Ginting, & Baene, A. (2021). Analysis Of The Effect Of Training, Working
Environment, Financial Compensation And Non-Financial Compensation On Job
Satisfaction At PT United Tractors Pekanbaru. 9(1).

Yulianthini, N. N., SE, M. M., & ... (2016). Analisis Manajemen Sumber Daya Manusia Strategik.
Jurnal Manajemen
https://ejournal.undiksha.ac.id/index.php/JMlI/article/view/6967

pg. 15



	INTRODUCTION
	LITERATURE REVIEW
	RESEARCH METHOD
	RESULT AND DISCUSSION
	CONCLUSION
	REFERENCES

