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Abstract

Human Resources in every organization is the main resource in addition to various
other resources, this is due to humans being the main actors who will move these
various other resources. To maintain and improve employee performance, the
company must be able to pay attention to the employee needs and maintain
comfortable working conditions so as to lead to job satisfaction among employees.
This research aims to look for the effect of job satisfaction on employee
performance at Hotel Nikko Bali Benoa Beach. The data collection is done by
giving questionnaire to employees of the Hotel Nikko Bali Benoa Beach with total
of 55 respondents. Utilizing stratified random sampling is the sampling method
used in this study. The SPSS version 25 application was used to assess the basic
linear analysis data analysis approach used in this study. tcount (9.135) > ttable
(2.006) with a significance level of 0.000 0.05 and a percentage variation of
influence of 61.2 percent show that the job satisfaction variable has a positive effect
and significant effect on employee performance. This means that 61.2 percent of
employee performance at Hotel Nikko Bali Benoa Beach is influenced by job
satisfaction variables, and the remaining 38.8 percent is influenced by other
factors.

Keywords: Employee Performance, Job Satisfaction, Hotel, Human Resource
Management.

Introduction

The COVID-19 pandemic which has infected almost all part of world had a
big impact on all dimensions, be it economic, social or political. The most impact
is in the tourism industry, because this sector have a large influence on growth of
the economic (Sutrisno, 2020). Tourism in Bali is one of the sectors that have been
heavily affected by the COVID-19 pandemic, especially in the hospitality sector.

Hotels are an important point in the course of tourism in Bali, because hotels
have facilities not only for staying, but also other services to meet guest needs such
as food and drinks, and other facilities that can make guests more comfortable.

Human resources are the combined intelligence and physical ability that each
person possesses; individual behavior and traits are shaped by their upbringing and
surroundings, while their capacity to perform at work is affected by their drive to
achieve personal satisfaction. (Bukit, 2017). Many things are done by the company
to fulfill the wishes of employees with the aim of increasing productivity and also
maintaining employee job satisfaction.

Performance is when an employee does their duties in line with the
obligations assigned to them, the outcome is their quality and quantity of work.
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(Mangkunegara, in Fajrin & Susilo, 2018: 120). Based on the results of interview
with the Human Resources Manager of the Hotel Nikko Bali Benoa Beach, there
was a decrease in employee performance as reflected by delays in work attendance
which of course had an impact on hotel operations such as affecting the productivity
of other employee performance as a result of these late employees the completion
of work was delayed , and sometimes also other employees who help with the late
employee's work so that work operations at the hotel do not run smoothly.

To maintain and improve employee performance, the company must have the
capacity to pay attention to employee wants and preserve cozy working
environments to generate job satisfaction for employees (Kurniawan, 2018). Job
satisfaction or job dissatisfaction arises because individuals have abilities and
needs, needs in this case are of course not only in the form of material (salaries and
wages) but also include non-material such as careers, achievements, positions,
development opportunities, social and spiritual (Sunarta , 2019).

Based on the interview's findings with some employees of the Hotel Nikko
Bali Benoa Beach, and the results of observations stated that the lack of employee
performance was due to a lack of job satisfaction from employees, some of which
were due to salary cuts due to the COVID-19 pandemic in 2020 to 2021, employee
working days that should 22 working days became 11 working days, because of the
reduction in working days, the salaries of employees were reduced by half, so that
employees became dissatisfied at work.

Dessler in Handoko (2014), suggests that employees who feel satisfied in
their work tend to have better records of attendance and compliance with
regulations. Research conducted at the Harper Purwakarta Hotel, shows that job
satisfaction greatly influences employee performance (Suryani & Resniawati,
2022). Based on the phenomenon that have occurred at the location of research and
the results of several previous studies, this research had to be followed up.

Literature Review

According to Sedarmayanti in Akbar (2018: 2), The work of a person, a
management procedure, or an organization as a whole is referred to as performance,
and the work outcomes must be able to provide real proof and be quantifiable. The
conclusion is work completed by an individual or group of individuals inside an
organization or firm in terms of quality and quantity over a predetermined period
that demonstrates how successfully that individual or group achieves the
organizational goals is referred to as performance.

A sensation that supports workers who are connected to their work or to their
personal circumstances is called job satisfaction. (Mangkunegara, 2017: 117). It
can be concluded job satisfaction is how a person feels about their work determines
whether they are satisfied with their employment.

Job satisfaction and performance is a relationship related to an organization.
Nugraha (2019), states that improving employee performance brings progress for
companies to be able to survive in competition between companies. The relation
between job satisfaction and employee performance is supported by several studies
that have been conducted on job satisfaction affecting employee performance.
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Based on explanation above, the conclusion is that the relationship between
job satisfaction and performance can be seen from being proud of their work, loving
their work, passionate and happy with their work and carrying out work with full
responsibility. If the employee is satisfied with their job, then the employee will do
his job well so that the employee's performance increases. Conversely, if employees
are dissatisfied with their work, their performance will be poor.

Research Methodology

The purpose of this study was to ascertain how employee performance at
the Hotel Nikko Bali Benoa Beach was impacted by work satisfaction. 55 people
participated in the research's sample. In this study, a questionnaire is used as a data
gathering tool. Validity and reliability testing were completed prior to distributing
the surveys. Utilizing proportionate stratified random sampling, the sampling is
determined. The data analysis for this study used simple linear regression, and the
significance of the study was assessed using the t test (also known as the t-test) and
examination of the coefficient of determination.

Results and Discussion
Validity Test Results
The validity test is carried out by correlating the factor scores with the total
score and if the correlation of each of these factors are negative (r> 0.3), then the
research instrument is valid.

Table 1: Validity Test Results

No Variable Statement Total Itgm Information
Items Correlation
X1.1 0,780 Valid
X1.2 0,735 Valid
X1.3 0,809 Valid
X1.4 0,847 Valid
. . X1.5 0,811 Valid
1 Job satisfaction X1.6 0.857 Valid
X1.7 0,797 Valid
X1.8 0,822 Valid
X1.9 0,761 Valid
X1.10 0,673 Valid
Y1.1 0,771 Valid
Y1.2 0,912 Valid
2 Employee Y13 0,870 Valid
performance -
Y14 0,875 Valid
Y1.5 0,797 Valid

[Source : Primary Data, 2023 (Data processed)]
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According to Table 1, every examined correlation coefficient between the variable
markers of employee performance and job satisfaction has a value larger than 0.30
(r > 0.3). The test's findings show that every indication used in this investigation
has been shown to be reliable.

Reliability Test Results
The reliability test is employed in research to evaluate a variable's consistency.
Table 2: Reliability Test Results

Variable Cronbach’s Alpha | Information
Job satisfaction (X) 0,932 Reliable
Employee performance (Y) 0,901 Reliable

[Source : Primary Data, 2023 (Data processed)]

According to Table 2, each of these instruments has a Cronbach's Alpha value of
0.932 and 0.901, which is more than 0.60 (Cronbach's Alpha > 0.6). This
demonstrates that all of the tools are trustworthy, allowing for their usage in
research.Characteristics of respondents

Table 3: Characteristics of Respondents at the Hotel Nikko Bali Benoa Beach

No Variable Classification | Number (of people) Per:;?)t age

Man 26 47.3

1 Gender Woman 29 52.7
Amount 55 100

20-30 Year 9 16.4

31-40 Year 12 21.8

2 Age 41-50 Year 29 52.7
51 Year or more 5 9.1

Amount 55 100

Diploma 15 27.3

Last education Bachelor 13 23.6

3 SMA/SMK 27 49.1
Amount 55 100

1-2 Year 7 12.7

4 Years of service 3-4 Year 18 32.7
5 Year or more 30 54.5

Amount 55 100

[Source : Primary Data, 2023 (Data processed)]
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Tabulation of Research Variables
Job satisfaction
Table 4: Tabulation of Respondents' Answers to Job Satisfaction

No

Statement

Proportion of
Respondents'

Answers

(person)

11213

4

Amount

Average

Category

I feel proud of the
work done

0718

30

188

342

Very
satisfied

I feel happy with
the opportunity to
learn new things at
work.

25

181

3.29

Very
satisfied

The company gives
salary on time.

23

181

3.29

Very
satisfied

I feel that I am
given a fair salary
according to the
workload given

25

182

3.31

Very
satisfied

Employees who
have good
performance get the
opportunity for
promotion.

29

187

3.40

Very
satisfied

I am satisfied with
the promotion
opportunities
provided by the
company.

26

184

3.35

Very
satisfied

I feel the
relationship
between superiors
and employees is
well established.

23

178

3.24

Satisfied

I feel comfortable
working because
my boss pays
attention to the
condition of his
employees and
provides support.

24

179

3.25

Satisfied

Co-workers provide
support and
assistance and can
work together.

27

185

3.36

Very
satisfied
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I feel comfortable

and enjoy work Very
10 because of pleasant O 111826 180 3.27 satisfied
co-workers.
Very
Average 3.32 satisfied

[Source : Primary Data, 2023 (Data processed)]

Employee performance
Table 5: Description of Respondents' Answers to Employee Performance

Proportion of
Respondents'
No Statement Answers Amount | Average | Category
(person)
2 | 3| 4
I feel an increase in
(| myabilitytowork o g 1 104 | 180 | 327 | G
. ood
because I feel
satisfied at work.
I feel I can finish the
job quickly because
2 I feel satisfied at 12 | 18 | 24 175 3.18 Good
work.
Ve
3 11 feel I can get the 0 7 | 18|30 188 3.42 gocl;z
job done on time.
I feel like I'm doing
4 | my job using 0|13 23|19 171 3.11 Good
optimal resources.
I feel I can complete
work without
5 | receiving help and 0 9 |25]|21 177 3.22 Good
guidance from
superiors.
Average 3,24 Good

[Source : Primary Data, 2023 (Data processed)]

Data Analysis

Classic assumption test
If the regression model is devoid of conventional statistical presumptions,
then it can be called to be a good model. If a basic linear regression model satisfies
the criteria of the traditional regression assumption, namely the normality test and
heteroscedasticity, it will theoretically provide the correct parameter value.
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Normality test
By comparing the Kolmogorov-Smirnov count and the Kolmogorov-
Smirnov table, one-sample Kolmogorov-Smirnov statistical analysis was used in
this work to test for normalcy.
Tabel 6: Normality test (One-Sample Kolmogorov-Smirnov)
One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 55
Normal Parameters®® Mean .0000000
Std. Deviation| 39785724

Most Extreme Differences|Absolute .076
Positive .062

Negative -.076

Test Statistic .076
Asymp. Sig. (2-tailed) 200%¢

a. Test distribution is Normal.

b. Calculated from data.

c. Lilliefors Significance Correction.

d. This is a lower bound of the true significance.

According to Table 6's One-Sample Kolmogorov-Smirnov Test normalcy
results, the Kolmogorov-Smirnov value is 0.200. It is determined that the model
satisfies the requirements of normality since the Kolmogorov-Smirnov value is
seen to be larger than the alpha value of 0.05, indicating that the data utilized in this
study are regularly distributed.

Heteroscedasticity test
By regressing the residual absolute values to the independent variables, the
Glejser test was used to determine heteroscedasticity.

Table 7
Heteroscedasticity test (Uji Glesjer)
Coefficients?®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t |Sig.
1|(Constant) .536 .189 2.832|.007
Kepuasan -.067 .056 -.162 -.238
Kerja 1.193

a. Dependent Variable: abs_res

Each variable has a significance value of 0.238, which is more than 5%,
according to Table 7, which is based on the data. (0.05) As a result, it may be
claimed that this study was free of heteroscedasticity because the independent
variables utilized in it had no discernible effect on the absolute residual, the
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dependent variable. It is determined that this regression model does not exhibit any
signs of heteroscedasticity.
Simple Linear Regression Analysis

The research's hypothesis will either be accepted or denied based on the
regression coefficient, which is obtained using the basic linear regression analysis
model.

Table 8: Simple Linear Regression Analysis

Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t |Sig.
1|(Constant) 392 316 1.242/.220
Kepuasan .857 .094 .782(9.135(.000
Kerja

a. Dependent Variable: Employee performance

The constant value of 0.392 indicates that if employee performance at the
Hotel Nikko Bali Benoa Beach is equal to 0 (zero), then it is worth 0.392 1 =
+0.857, indicating that job satisfaction has a positive direction of influence on
employee performance at the Hotel Nikko Bali Benoa Beach. This suggests that a
rise in job satisfaction will translate into an improvement in better performance.
Determination Analysis

To determine how much the independent variable, X (work satisfaction),
varied from Y (employee performance), determination analysis was done.

Table 9: Determination

Model Summary®
Model| R [R Square|Adjusted R Square(Std. Error of the Estimate
1 7823 612 .604 40159

a. Predictors: (Constant), Kepuasan Kerja
b. Dependent Variable: Kinerja Karyawan

Based on table 9, these results shown that the value of R2 = 61.2 percent,
which means that 61.2 percent of the employee performance at the Hotel Nikko
Bali Benoa Beach is influenced by the variable Job satisfaction (X), and the
remaining 38.8 percent is influenced by the other variable that this study does not
address.

Results of the t test (Hypothesis Test)

Each independent variable (job satisfaction variable) is tested for its impact

on the dependent variable (employee performance) using the t test.
Table 10: Results of the t test

Variabel Unstandardized Coefficients Beta | t hitung | Sig.

Kepuasan kerja 0,857 9,135 | 0,000
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With a level of significance of 0.00 0.05, tcount (9.135) > ttable (2.006)
indicates that HO is rejected and Ha is accepted, indicating that the variable "job
satisfaction" significantly improves employee performance. The hypothesis in this
study is accepted since the regression coefficient 1 (variable of work satisfaction)
is 0.857, which shows that an increase in job satisfaction will boost employee
performance at the Hotel Nikko Bali Benoa Beach.

Based on the descriptive findings, it is known that overall job satisfaction at
Hotel Nikko Bali Benoa Beach is extremely good, with a total average value of 3.32
falling into the "very satisfied" category. The Hotel Nikko Bali Benoa Beach's
personnel generally perform well, as seen by their overall average value of 3.24,
which falls into the good category.

Based on the analysis's findings, the simple linear regression equation
calculated for the impact of work satisfaction variable on employee performance at
the Hotel Nikko Bali Benoa Beach is Y = 0.392 + 0.857 X. tcount (9.135) > ttable
(2.006) with a threshold of significance of 0.000 < 0.05, rejecting HO and accepting
Ha, indicating that the variable job happiness has a substantial positive impact on
worker performance. The regression coefficient f1 (job satisfaction variable) is
0.857, indicates that increasing job satisfaction will increase the value of employee
performance at the Hotel Nikko Bali Benoa Beach, with a value of R2 = 0.612,
which means that it is 61.2 percent The performance of employees at the Hotel
Nikko Bali Benoa Beach is influenced by the variable Job satisfaction (X) and the
remaining 38.8 percent is influenced by other variables not examined in this study,
such as organizational culture, motivation, leadership, compensation, discipline,
and work environment (Fauzi, 2016).

In this study there were differences in the observed data and interview results
in the background with the research results, it can be seen that the background tends
to be negative while the results in the research results are positive. This is because
in the background it only uses 2 indicators for job satisfaction, namely salary and
the job itself, and 1 indicator for performance, namely timeliness when conducting
interviews and observations. different between background and research results.

Employee performance will be impacted by job satisfaction, which will
improve productivity and increase company survival. (Winata, 2016). Employees
who feel satisfied at work are more likely to speak positively about the organization,
help others, and make their job performance go beyond normal expectations
(Robbins, 2016). Sunarta (2019) states that extrinsic rewards given such as salary,
wages, bonuses, praise, appreciation, respect, and other forms of empathy are
factors of job satisfaction.

Job satisfaction can determine the high or the low levels of employee
performance. Job satisfaction is expected to improve employee performance so that
it can achieve the goals in obtaining good working results (Nugraha, 2019).
Employee performance is closely tied to the outcomes of a person's labor in a firm
or organization (Irfansyah, 2020). Numerous studies on how employee
performance is influenced by job satisfaction, which support this viewpoint, have
been done. Job happiness has a significant impact on staff performance, according
to research done at the Harper Purwakarta Hotel (Suryani & Resniawati, 2022).
Desi (2013) studied the relationship between job satisfaction and employee
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performance in private hospitals in Denpasar, and Kurniawan (2018) looked at the
relationship between job satisfaction and employee performance at the Ebizz Hotel
Jember. The research's findings indicate that job satisfaction has a positive
significant relationship with both employee performance and customer satisfaction.

Conclusions
Based on the analysis of the data followed, it can be said that job satisfaction at the
Hotel Nikko Bali Benoa Beach has a positive significant influence on employee
performance with a value of significance of 000 (0.05). The findings of the
determination test indicate that 61.2% of employee performance is influenced by
job satisfaction.

Acknowledgement
In preparing this scientific paper, the author would like to thank everyone who
helped the author in the process of writing, so that the journal can be completed

properly.

References

Akbar, Surya. (2018). Amnalisa Faktor-Faktor Yang Mempengaruhi Kinerja
Karyawan. JIAGANIS,2(3), 1-17.

Bukit, Benjamin. (2017). Pengembangan Sumber Daya Manusia Teori, Dimensi
Pengukuran, dan Implementasi dalam Organisasi. Yogyakarta: Zahir
Publishing.

Diyah. N. Y & Widiastini, N. M. A. (2021). Analisis Ketidakpuasan Kerja Pegawai
Kontrak Pada Kantor Camat Gerokgak Kabupaten Buleleng (Sebuah
Kajian dari Perspektif Manajemen Sumber Daya Manusia). Jurnal
Manajemen Universitas Udayana, 7(1), 120.

Fajrin, I. Q, & Susilo, H. (2018). Pengaruh Gaya Kepemimpinan Terhadap Kinerja
Karyawan Dengan Motivasi Kerja Sebagai Variabel Intervening (Studi
pada Karyawan Pabrik Gula Kebon Agung Malang). Jurnal Administrasi
Binsis, 61(4), 117-124.

Fauzi, Muhammad. (2016). Pengaruh Budaya Organisasi dan Kepuasan Kerja
Terhadap Kinerja Karyawan Dengan Komitmen Organisasi Sebagai
Variabel Intervening. Skripsi. Semarang: Universitas Pandanaran.

Ghozali, Imam. (2005). Aplikasi Analisis Multivariate dengan SPSS. Semarang:
Badan Penerbit UNDIP.

Handoko, T. Hani. (2014). Manajemen Personalia dan Sumber Daya Manusia.
Yogyakarta: BPFE.

Hasibuan, Malayu S.P. (2014). Manajemen Sumber Daya Manusia. Jakarta: Bumi
Aksara.

Indrasari, Meithiana. (2017). Kepuasan Kerja dan Kinerja Karyawan Tinjauan dari
Dimensi Iklim Organisasi, Kreativitas Individu, dan Karakteristik
Pekerjaan. Skripsi. Sidoarjo: Indomedia Pustaka.

Issa, Dua’a Abdul Rahim Mohammad. Fais Ahmad, dkk. (2013). Job Satisfaction
and Turnover Intention Based on Sales Person Standpoint. Middle-East
Journal of Scientific Research, 14(4), 525-531.




wonderful ¢
ndonesia

% REPUBLIC
¥ POLYTECHNIC

Kristine, Erline. (2017). Pengaruh Kepuasan Kerja dan Komitmen Organisasi
Terhadap Kinerja Melalui Motivasi Kerja Pegawai Alih Daya
(Outsourcing) di PT. Mitra Karya Jaya Sentosa. Jurnal EKSEKUTIF,
14(2), 384-401.

Kurniawan, Ekky Zulfinizar. (2018). Pengaruh Kepuasan Kerja Terhadap Kinerja
Karyawan pada Ebizz Hotel Jember. Skripsi. Digital Repository Universitas
Jember.

Mahendra, Adya Dwi. (2014). Analisis Pengaruh Pendidikan, Upah, Jenis
Kelamin, Usia dan Pengalaman Kerja Terhadap Produktivitas Tenaga
Kerja. Skripsi. Semarang: Fakultas Ekonomika dan Bisnis Universitas
Diponegoro.

Mangkunegara, Anwar P. (2017). Manajemen Sumber Daya Manusia. Bandung:
Rosda.

Mutia, Nila. (2019). Usulan Rancangan Indikator Pengukuran Kinerja Service
Scorecard untuk Kualitas Jasa pada Diklat Pelayaran. Skripsi. Jakarta:
Universitas Indonesia.

Nugraha, Agung Eka. (2019). Hubungan Antara Kepuasan Kerja dengan Kinerja
Pada Karyawan PT. Perkebunan Nusantara 1V Medan. Skripsi. Medan:
Fakultas Psikologi Universitas Medan Area.

Nugraha, Adhitya Pratama (2017). Pengaruh Hubungan Tingkat Usia, Tingkat
Pendidikan, dan Tingkat Upah Terhadap Produktivitas Tenaga Kerja
Wanita PR. Jaya Makmur. Skripsi. Malang: Fakultas Ekonomi dan Bisnis
Universitas Brawijaya.

Putra, D. P. (2017). Pengaruh Pelaksanaan Program Peningkatan Kapasitas Diri
Terhadap Kemandirian Penyandang Disabilitas di PSBN Wyata Guna
Bandung. Bandung: Doctoral Dissertation, Perpustakaan.

Ramadhan, Bilal. (2021, September 2). Masyarakat Harus Siap Hidup
Berdampingan dengan Covid-19. Diakses dari:
https://www.republika.co.id/berita/qytbun330/masyarakat-harus-siap-
hidup-berdampingan-dengan-covid19

Riduwan. (2019). Belajar mudah penelitian untuk guru-karyawan dan peneliti
pemula. Bandung: CV. Alfabeta.

Robbins, P. Stephen & Coutler, Mary. (2016). Human Resources Management
(Edisi 16 Jilid 1). Jakarta: Salemba Empat.

Saifuddin. Azwar. (2013). Metode Penelitian. Yogyakarta: Pustaka Pelajar.

Sali, Hikma Nur Afiah. (2020). Pengaruh Usia dan Masa Kerja Terhadap
Produktivitas Kerja Karyawan Pada PT. Maruki Internasional Indonesia.
Skripsi. Makassar: Teknik Industri Agro Politeknik ATI Makassar.

Saputra, Steven & Andani, Kurniati W. (2021). Faktor-Faktor yang mempengaruhi
kepuasan kerja karyawan pada PT Citra Crocotama International di
Jakarta. Jurnal Ekonomi dan Bisnis Universitas Tarumanegara Jakarta.

Sinambela, Lijan Poltak. (2016). Manajemen Sumber Daya Manusia Membangun
Tim Kerja yang Solid untuk Meningkatkan Kinerja. Jakarta: Bumi Aksara.

Siregar, S. (2013). Metode Penelitian Kuantitatif. Jakarta: PT Fajar Interpratama
Mandiri.




wonderful ¢
ndonesia

=% REPUBLIC
“I¥ POLYTECHNIC

Sugiyono. (2013). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung:
CV. Alfabeta.

Sunarta. (2019). Pentingnya Kepuasan Kerja. Jurnal Efisiensi — Kajian IImu
Administrasi Universitas Negeri Yogyakarta. Volume XVI, (2).

Suryani, Herni & Resniawati, Rini. (2022). Pengaruh Kepuasan Kerja terhadap
Kinerja Karyawan pada Hotel Harper Purwakarta. Journal of Indonesian
Tourism, Hospitality and Recreation, 5(1), 79-90.

Susanti, Mella. (2019). Hubungan antara Kepuasan Kerja dengan Kinerja
Karyawan. Skripsi. Padang: Fakultas Ilmu Pendidikan Universitas Negeri
Padang.

Sutrisno, Edy. (2016). Manajemen Sumber Daya Manusia. Jakarta: Kencana
Prenada Media Group.

Sutrisno, Edy. (2020). Strategi Pemulihan Ekonomi Pasca Pandemi Melalui Sektor
UMKM dan Pariwisata. Jurnal Kajian Lemhannas RI, 9(1), 641-660.

Tewal, Bernhard, Adolfina, Pandowo, Merinda H. Ch, Tawas, Hendra N. (2017).
Perilaku Organisasi. Bandung: CV: Patra Media Grafindo.

Trihendradi, C. (2012). Step by Step SPSS 20 Analisis Data Statistik. Yogyakarta:
Penerbit ANDI.

Umar. Husein. (2013). Metode Penelitian untuk Skripsi dan Tesis. Jakarta:
Rajawali.

Utama, [.G.Bagus Rai. (2016). Metodologi Penelitian Pariwisata dan Hospitalitas
(Dilengkapi Studi Kasus Penelitian). Bali: Pustaka Larasan.

Winata, Edi. (2016). Pengaruh Kepuasan Kerja dan Kompensasi terhadap Kinerja
Karyawan pada Hotel Inna Dharma Deli Medan. Jurnal Ilman Sekolah
Tinggi [lmu Manajemen Sukma, 4(1), 1-17.




