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Abstract:- The purpose of this study is to see how (1) 

Leadership Style affects employee performance at 

SMAN 3 Solok Selatan. (2)The impact of the work 

environment on SMAN 3 Solok Selatan employees' 

performance. (3) Employee performance at SMAN 3 

Solok Selatan is influenced by work motivation. (4) The 

impact of employee satisfaction on performance at 

SMAN 3 Solok Selatan (5) At SMAN 3 Solok Selatan, job 

satisfaction, work environment, work motivation, and 

job satisfaction all have an impact on employee 

performance. This study's population consists of all 70 

employees of SMAN 3 Solok Selatan. Total sampling is a 

technique for determining the number of samples. 

Multiple regression was utilized in the data analysis 

technique because it met the requirements of the 

classical assumption test of normality, multicollinearity, 

and heteroscedasticity. The findings of this study show 

that (1) leadership style has a beneficial impact on the 

performance of SMAN 3 Solok Selatan personnel. (2)The 

work environment has a beneficial impact on the 

performance of SMAN 3 Solok Selatan staff. (3)Work 

motivation has a favorable impact on the performance of 

SMAN 3 Solok Selatan employees. (4) Employees of 

SMAN 3 Solok Selatan's job happiness has a favorable 

impact on their performance. (5) Leadership style, work 

atmosphere, work motivation, and job satisfaction all 

have a favorable impact on SMAN 3 Solok Selatan 

employees' performance. 
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I. INTRODUCTION 
 

In the government sector, human resources play a 

critical and strategic role in achieving organizational 

objectives. This is because, even when infrastructure and 

other resources are sufficient, humans become planners, 

actors, and determinants of the achievement of the 

organization's goals. As a result, in order for organizational 

tasks to be carried out effectively, efficiently, and optimally 

in the government environment, it is necessary to develop 

planned and sustainable human resources that will provide 
competent, professional human resources capable of high-

quality performance in accordance with the organization's 

demands. 
 

Established in 1991, State Senior High School 

(SMAN) 3 Solok Selatan is one of the senior high schools in 

South Solok Regency. SMA Negeri Lubuk Gadang was the 

name of the high school when it first opened, and it was 

housed in the SD Negeri 01 Lubuk Gadang building. There 

were 125 alumni in the initial class. This SMAN has 

achieved so much along the way that the regent of South 
Solok was named the favorite SMAN in the South Solok 

Regency in 2005. From 2006 until the present, this school 

has been appointed as the organizer of the Superior Class of 

the South Solok Regency. 
 

However, the school's performance of both teachers 

and staff has deteriorated during the last two years. For the 

period 2019 to 2020, Table 1.1 highlights the performance 

achievements of programs/activities carried out by workers 

of SMAN 3 Solok Selatan. From the statistics in Table I, it 

can be seen that staff performance at SMAN 3 Solok Selatan 

has dropped from 2019 to 2020. SMAN 3 Solok Selatan 

employees' average performance In 2020, it was 75.03 

percent, down from 73.39 percent the previous year. Low 

efficiency As a result of this employee, SMAN 3 Solok 

Selatan's objective and mission are more difficult to achieve. 
 

No Respondent 

Average Performance Score 

per Individual 

2019 2020 

1 Respondent 1 77.40 76.56 

2 Respondent 2 76.25 78.40 

3 Respondent 3 78.04 77.65 

4 Respondent 4 68.41 66.28 

5 Respondent 5 68.41 70.24 

6 Respondent 6 75.25 73.46 

7 Respondent 7 78.21 80.62 

8 Respondent 8 80.30 76.27 

9 Respondent 9 72.40 73.21 

10 Respondent 10 79.20 77.61 

 
Average 75.39 75.03 

Table 1: The Average Performance Value of SMAN 3 Solok 

Selatan Employees 
 

Source: Administration of SMAN 3 Solok Selatan 
 

Leadership, work environment, work motivation, and 

job satisfaction are regarded to be factors in employee 

underperformance. This is also in line with Hessel's (2007: 

178) opinion, according to which discipline, work 

environment, motivation, job satisfaction, compensation, 

leadership, job satisfaction, and organizational commitment 

are all elements that might affect organizational success. 
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Leadership is the most significant aspect of 

management, as it plays a crucial and strategic role in a 
company's survival. According to Rivai (2011), leadership is 

the practice of influencing or setting an example for one's 

followers through communication in order to attain 

organizational goals. 
 

The work environment is another aspect that influences 

employee performance. As the parent company, the 

organization must establish a pleasant and conducive work 

atmosphere that encourages people to perform efficiently. 

Providing a pleasant work atmosphere will allow employees 

to be satisfied with their work and will leave a lasting 

impact on them, resulting in good performance and, of 

course, the ability to enhance their performance (Ginanjar, 

2013: 2). 
 

According to Kreitner and Kinicki, work motivation 

has an impact on performance (2001:205) Workplace 

motivation can have an impact on performance, but it isn't 

the sole thing that influences it. The importance of superiors' 

work motivation in improving employee performance 

cannot be overstated. Motivation is a driving force that 
encourages people to do things in order to achieve their 

goals. 
 

Job satisfaction is another aspect that might have an 

impact on performance. According to Gibson (2020:110), 
the reciprocal relationship between job satisfaction and 

performance is thoroughly demonstrated. On the one hand, 

it is said that job satisfaction leads to increased performance, 

implying that happy employees are more productive. 
 

As a result of the phenomena mentioned by the 

researchers above, researchers are interested in performing 

additional research on the performance of SMAN 3 Solok 

Selatan, by identifying and examining numerous elements 

that affect employee performance. 
 

II. RESEARCH METHOD  
 

The population is a generalization area made up of 
objects/subjects with specific attributes and characteristics 

that researchers have chosen to study and derive conclusions 

from (Sugiyono, 2014: 115). The population of this study 

included all workers (teachers and staff) of SMAN 3 Solok 

Selatan, a total of 70 people. The sample is a representation 

of the population's size and features. Sugiyono (2014), p. 

116. To use a total sampling technique or a population 

sample to determine the sample in this study. The 

participants in this study were all employees of SMAN 3 

Solok Selatan, which included up to 70 people. 
 

Multiple regression analysis was employed in this 

work to test hypotheses. The goal of multiple regression 

analysis is to figure out what causes the influencing 

variables to effect the affected variables. The following is an 

example of a multiple regression equation model: 
 

Y = a + b1 X1 + b2 X2 + b3 X3 + b4 X4 + e 

.................................. (1) 
 

 

Where: 

Y = Performance 
a = Intercept Constant 

X1 = Leadership Style 

X2 = Work Environment 

X3 = Motivation 

X4 = Job Satisfaction 

b1, b2, bn. = Regression Coefficient 

e = Error Term 
 

III. RESULT 
 

A. Classic assumption test 

a) Normality test 

This normality test is used by the author to ensure 

that the regression model is normal. The kolmogorov-

smirnov test method is used to test each variable. The 

regression model is regularly distributed if the Kolmogorov-

Smirnov sign for each variable is greater than 0.05. The 

results of the normality test are shown in Table II; 

One-Sample Kolmogorov-Smirnov Test 

  Y X1 X2 X3 X4 

N 70 70 70 70 70 

Normal 

Parameters 

mean 41.2262 44.7143 44.8095 43.9643 42.2262 

Std. 

Deviation 
2.34059 3.64236 1.83327 2.52909 2.34059 

Most 

Extreme 

Differences 

Absolute .116 .112 .206 .161 .116 

Positive .110 .112 .206 .161 .110 

negative -.116 -.085 -.175 -.125 -.116 

Kolmogorov-Smirnov 

Z 
1,453 1,299 1,628 1.066 1.027 

asymp. Sig. (2-tailed) .921 .648 .283 .467 .738 

Table 2: Normality Test Results 
 

Sumber: SPSS output results, 2021 
 

The confounding or residual variables in the regression 

model have a normal distribution, as shown in Table 2, 

which is a normality test. The performance variable (Y) has 

a sig value of 0.921 > 0.05, the leadership style variable 

(X1) has a sig value of 0.648 > 0.05, the work environment 

variable (X2) has a sig value of 0.283 > 0.05, the work 

motivation variable (X3) has a sig value of 0.467 > 0.05, 

and the job satisfaction variable (X4) has a sig value of 

0.738 > 0.05. As a result, the performance, leadership style, 

work environment, motivation, and job satisfaction variables 

of SMAN 3 Solok Selatan personnel can be determined to 
be regularly distributed. 

 

b) Multicollinearity Test 

The multicollinearity test can be used to see if the 

regression model discovered a relationship between the 
independent variables. If the independent variables are 

correlated, the regression model is not good; if the 

independent variables are correlated, the variables are not 

orthogonal. Orthogunal variables are independent variables 

with a correlation value of 0 between them (Ghozali, 2011). 

Tolerance and Variance Inflation Factor show 

multicollinearity (VIF). Look at the Tolerance and VIF 

values of each independent variable to see if there is a 
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divergence from the multicollinearity test; if the Tolerance 

value > 0.10 and the VIF value 10, the data is free of 
multicollinearity symptoms, as shown in Table III. 

 

Coefficientsa 

Model 

Collinearity Statistics 

Tolerance VIF 

1 Leadership Style .484 2,067 

Work environment .406 2,463 

Work motivation .405 2,472 

Job satisfaction .487 2.053 

a. Dependent Variable: Y 

Table 3: Multicollinearity Test Results 
 

 Source: SPSS output results, 2021 
 

It is clear from the multicollinearity test in the table 

above that the independent variables have no relationship. 

As a result, there are no issues with multicollinearity in this 
research model. 

 

c) Heteroscedasticity Test 

The heteroscedasticity test is used to see if there is an 

inequality in variance in the residuals from one observation 
to the next in a regression model. Homokedastability occurs 

when the variance between the residuals of one observation 

and the residuals of another observation is constant, while 

heteroscedasticity occurs when the variance is different. The 

Plott Graph (Scatter Plot) test was employed in this 

investigation to detect the presence of heteroscedasticity. 

There is no heteroscedasticity if there is no discernible 

pattern, such as points scattered above and below the 

number 0 (zero) on the Y axis. Figure 1 shows the outcomes 

of the tests. 
 

 
Fig. 1: Heteroscedasticity Test Results 

 

The points are distributed above and below the number 0 

on the Y axis in the image above, indicating that there is no 

discernible pattern. This demonstrates that the data in this 
study is not heteroscedastic. 

 

d) Multiple Linear Regression Analysis 

The magnitude of the effect of the independent 

factors on the dependent variable is determined using this 
method. A multiple regression equation can be used to 

calculate the amount of the influence of independent factors 

on the dependent variable. Using the IBM SPSS for 

Windows Version 24.0 application, computer computations 
were performed. 

 

The findings of the regression coefficient value, tcount, 

significance value, F count value, and R Square (R2) value 

are summarized in the table below. Table 4 summarizes the 
findings. 

 

The regression equation model for the influence of 

leadership style, work environment, work motivation, and 

job satisfaction on employee performance at SMAN 3 Solok 
Selatan, as shown in table 4, is as follows: 

 

Y = 34,563 + 0.215 (X1) + 0.277 (X2) + 0.553 (X3) + 0.345 

(X4) 
 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B 

Std. 

Error Beta 

1 (Constant) 34,563 6.084  5.681 .000 

X1 .215 .052 .020 4.117 .000 

X2 .277 .078 .246 3.534 .012 

X3 .553 .092 .165 5,995 .000 

X4 .345 .106 .049 4.427 .001 

a. Dependent Variable: Y 

Table 4: Recap of Multiple Linear Regression Analysis Test 

Results 
 

Source: Primary Data, Processed with IBM SPSS 24.0 

2021 

 

Explanation of the above equation: 

a= 34,563; it means that the employee's performance is 

worth 34,563 units without the influence of 
leadership style, work environment, work 

motivation, or job happiness. 

b1= 0.215; suggests that there is a positive influence on 

performance from leadership style 

characteristics (X1) (Y). This demonstrates 

that improving employee performance 

requires a higher (excellent) or rising 

leadership style. Leadership style has a 

regression coefficient of 0.215, which means 

that for every one-unit increase in leadership 

style, employee performance rises by 0.215 
units. 

b2= 0.277; It means that work environment variables 

(X2) have a beneficial impact on 

performance (Y). This demonstrates that the 

better the workplace, the better the 

employee's performance. The work 

environment regression coefficient is 0.277, 

which means that for every one-unit increase 

in work environment, the employee's 

performance improves by 0.277 units.. 

b3= 0.553; means that the variables of work motivation 
(X3) have a beneficial impact on 
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performance (Y). This demonstrates that 

increasing or increasing employee 
motivation improves employee performance. 

The work motivation regression coefficient 

is 0.553, which means that for every one-unit 

increase in work motivation, the employee's 

performance improves by 0.553 units. 

b4= 0.345; indicates that job satisfaction characteristics 

(X4) have a beneficial impact on 

performance (Y). This demonstrates that 

increasing employee work happiness 

improves staff performance. The job 

satisfaction regression coefficient is 0.345, 

which means that for every one-unit 
improvement in job satisfaction, the 

employee's performance improves by 0.345 

units. 
 

B. Statistic Test  

a) Hypothesis Testing 1 

The first hypothesis is that leadership style has a 

moderately beneficial impact on employee performance. 

The significance level of the leadership style variable is 

0,000 of the significance value, according to the results of 

the t test study (0.05). As a result, Ho gets rejected whereas 

Ha is accepted. As a result, the alternative hypothesis 

suggested in this study is accepted, implying that leadership 

style has a considerable impact on staff performance at 

SMAN 3 Solok Selatan. 
 

b) Hypothesis Testing 2 

The second hypothesis is that the workplace has a 

partially favorable impact on employee performance. The 

significant level of the work environment variable is 0,012 

of the significance value, according to the findings of the 
analysis of the t test (0.05). As a result, Ho gets rejected 

whereas Ha is accepted. As a result, the alternative 

hypothesis suggested in this study is accepted, implying that 

the work environment has a considerable favorable impact 

on the performance of SMAN 3 Solok Selatan employees. 
 

c) Hypothesis Testing 3 

Work motivation has a partially favorable effect on 

performance, according to the third hypothesis provided. 

The significant level of the work motivation variable is 

0,000 of the significance value, according to the results of 

the analysis of the t test (0.05). As a result, Ho gets rejected 

whereas Ha is accepted. As a result, the alternative 

hypothesis suggested in this study is accepted, implying that 

work motivation has a considerable impact on employee 

performance at SMAN 3 Solok Selatan. 
 

d) Hypothesis Testing 4 

The third hypothesis proposed is that job satisfaction 

partially has a positive effect on performance. Based on the 

results of the analysis of the t test, it is known that the 
significance level of the job satisfaction variable is 0,000 < 

dai significance value (0.05). Thus Ho is Job satisfaction has 

a partly positive effect on performance, according to the 

fourth hypothesis given. The significance level of the job 

satisfaction variable is known to be 0,000 dai significance 

value based on the findings of the study of the t test (0.05). 

As a result, Ho gets rejected whereas Ha is accepted. As a 

result, the alternative hypothesis suggested in this study is 
accepted, implying that job happiness has a considerable 

impact on SMAN 3 Solok Selatan employees' performance.. 
 

Table 5 summarizes the findings of evaluating the first, 

second, third, and fourth hypotheses. 
 

Hypothesis Statement Test results 

H1 

Leadership style has a 

significant effect on employee 

performance at SMAN 3 Solok 

Selatan. 

Accepted 

H2 

Work environment significant 
effect on employee 

performance at SMAN 3 Solok 

Selatan. 

Accepted 

H3 

Work motivation significant 

effect on employee 

performance at SMAN 3 Solok 

Selatan. 

Accepted 

H4 

Job satisfaction significant 

effect on employee 

performance at SMAN 3 Solok 

Selatan. 

Accepted 

Table 5: Summary of Partial Hypothesis Testing Results 
 

Source: Primary Data, Processed by the Author in 2021. 
 

C. F test (simultaneous) 

a) Hypothesis Testing 5 

The F test (model feasibility) is used to 

simultaneously analyze the effect of the independent 

factors on the dependent variable (all at once). Employee 

performance is improved by a mix of leadership style, 

work environment, motivation, and job happiness, 
according to the fifth hypothesis. According to the 

findings of the F test analysis, the significant level of the 

variables of leadership style, work environment, work 

motivation, and job satisfaction is 0.000 0.05. As a 

result, Ho is turned down, whereas Ha is approved. So 

that the alternative hypothesis proposed in this study is 

accepted, leadership style, work environment, work 

motivation, and job satisfaction all have a significant 

impact on SMAN 3 Solok Selatan personnel's 

performance. The results are shown in Table 6. 

 

ANOVAb 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 27,143 4 9.048 8,632 .000a 

Residual 271,632 65 7.545   

Total 298,775 69    

a. Predictors: (Constant), X4, X2, 

X1, X3 

   

b. Dependent Variable: Y     

Table 6: F Test Results 
 

Source: SPSS Output Results (year 2021) 
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The summary results of testing the fifth hypothesis can 

be shown in table VII. 
 

Hypothesis Statement Test results 

H5 

Leadership style, work 

environment, work motivation 

and job satisfaction together 

have a significant effect on 

employee performance at 
SMAN 3 Solok Selatan 

Accepted 

Table 7: F Test Results 
 

Source: Primary Data, Processed by the Author in 

2021. 
 

D. Coefficient of Determination Testing (R2) 

Analysis of leadership style, work environment, work 

motivation, and job satisfaction coefficients of determining 

The IBM SPSS for Windows Version 24.0 application is 
used to analyze employee performance, with the SPSS 

output form given below: 
 

Model R 
R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .611a .373 .311 2.26374 

Table 8: R Square Test Results 
 

Source: Primary Data, Processed with IBM SPSS 24.0 2021. 

Appendix 7 
 

The adjusted coefficient of determination, or R Square, 

is 0.373, indicating that 37.3 percent of the variation in all 

independent variables (leadership style, work environment, 

work motivation, and job satisfaction) can be explained by 

the dependent variable (employee performance), with the 

remaining 63.7 percent explained by variables not studied in 

this study. 
 

IV. CONCLUSIONS AND SUGGESTIONS 
 

Following are some conclusions that can be derived 

from the test results: 

 The leadership style of SMAN 3 Solok Selatan personnel 

has a beneficial impact on their performance. This means 

that if the agency's leadership style is good, it will be able 

to inspire people to improve their performance. 

 The work environment has a beneficial impact on the 

performance of SMAN 3 Solok Selatan staff. This means 

that a positive work environment can boost employee 

morale and help them perform better. The better an 

employee's work environment at an agency, the better his 

performance in carrying out his duties in the agency. 

 Employees at SMAN 3 Solok Selatan perform better when 

they are motivated at work. This suggests that if an 

employee's work motivation is high for the agency, the 

person will be excited and capable of doing well. High 

performance will be aided by this positive work drive. 

 Employees at SMAN 3 Solok Selatan have a beneficial 

impact on their performance due to job satisfaction. This 

indicates that if staff are satisfied with their jobs at the 

agency, they are more motivated and capable of doing a 

good job. Strong performance will be aided by high job 

satisfaction. 

 Leadership style, work environment, work motivation, and 

job satisfaction all have a positive impact on employee 
performance at SMAN 3 Solok Selatan. With a F ANOVA 

test number of 0.000, the independent variables of 

leadership style, work environment, work motivation, and 

job satisfaction influence employee performance. 
 

Based on the results of the discussion analysis and 

certain conclusions in this study, the following are some 

suggestions that can be made based on the study's findings 

in order to achieve better results:  
 

 The agency's management is expected to improve the 

agency's leadership style, work atmosphere, work 

motivation, and job satisfaction. Because higher 

productivity and attainment of agency goals necessitates a 

change in leadership style, work atmosphere, motivation, 

and job happiness. When leadership style, work 

atmosphere, work motivation, and job happiness are all 

balanced, employee performance improves. 

 Future researchers should be able to look at other variables 

except this one in order to get more varied results that can 

define what factors affect performance, and it is suggested 
that research on the influence of leadership style, work 

environment, motivation, and satisfaction be expanded. In 

this study, work on employee performance was applied. 

 

REFERENCE 
 

[1.] A.A.Anwar  Prabu  Mangkunegara.  2014. Manajeman 

Sumber Daya Manusia Perusahaan. Rosda. Bandung. 

[2.] Audya Dewintha, Nur Fitriyah, Santi Rande., 2017. 

Pengaruh Gaya Kepemimpinan dan Motivasi Terhadap 

Kinerja Pegawai di Kantor Camat Samarinda Utara. E-

Journal Administrative Reform. 2017., Vol. 5., No. 3., 

588-601., ISSN 2338-7637. 

[3.] Bungin, Burhan. 2013.  Metode penelitian sosial & 

ekonomi: format-format kuantitatif dan kualitatif untuk 

studi sosiologi, kebijakan, publik, komunikasi, 
manajemen, dan pemasaran edisi pertama. Jakarta: 

Kencana Prenada  Media Goup. 

[4.] Charles Akomea Bonsu. 2014. Effects of Motivation 

on job Performance of Local Government workers in 

Ghana: A case study of Atwima Nwabiagya District 

Assembly in the Ashanti Region. International Journal 

of Management Sciences. Vol. 2, No. 8, 2014, 337-350 

[5.] Desi Saputra Rafiie. 2018. Pengaruh Kompetensi, 

Gaya Kepemimpinan, Budaya Kerja Dan Lingkungan 

Kerjaterhadap Kepuasan Kerja Pegawai Dan 

Dampaknya Terhadap Kinerja Pegawai Kantor 

Kementerian Agama Kabupaten Aceh Barat. Jurnal 
Magister Manajemen. Volume 2, No. 1,, pp 36-45 

[6.] Gibson, James, L., 2021, Organisasi, Perilaku, Struktur 

dan Proses, Edisi ke-5. Cetakan ke-3. Jakarta: Penerbit 

Erlangga 

[7.] Evans, James R.  2005.  Total Quality: Management, 

Organization, and Strategy. Canada: South-Western 

Thomson 

[8.] Hamzah B. Uno. 2012. Teori Motivasi & 

Pengukurannya. Jakarta:  Bumi Aksara 

[9.] Hasibuan, Malayu. 2014. Manajemen, Dasar 

Pengertian dan Masalah. Jakarta: Bumi Aksara 

http://www.ijisrt.com/


Volume 7, Issue 1, January – 2022                 International Journal of Innovative Science and Research Technology                                                 

                                         ISSN No:-2456-2165 

 

IJISRT22JAN110                                       www.ijisrt.com                                                            73 

[10.] Hersey, Paul dan Blanchard, Kenneth H. 1992. 

Manajemen Perilaku Organisasi: Pendayagunaan 
Sumber Daya Manusia. Penerjemah: Agus Dharma. 

Jakarta Erlangga,  

[11.] Husein Umar. 2013. Metode Penelitian untuk Skripsi 

dan Tesis. Jakarta: Rajawali 

[12.] Kadarisman. 2012. Manajemen Pengembangan 

Sumber Daya Manusia. Jakarta RajaGrafindo Persada 

[13.] Iha Haryani Hatta, Widarto Rachbini. 2015. Pengaruh 

Budaya Organisasi, Insentif, dan Kepuasan Kerja 

terhadap Kinerja Karyawan Pada PT Avrist Assurance. 

Jurnal Manajemen. Volume XIX., No. 01., Februari 

2015., 74-84. 

[14.] Ivancevich, John M. 2010. Human Resource 
Management. NewYork: McGraw Hill 

[15.] Karwati, Euis dan Priansa, Donni Jubi. 2012. Kinrja 

dan Profesionalisme Kepala Sekolah Membangun 

Sekolah yang Bermutu. Alfa Beta, Bandung  

[16.] Kreitner, Kinicki. 2014. Organizational Behavior. New 

York: McGraw-Hill 

[17.] Luthans, Fred. 2010. Organizational Behaviour. New 

York: McGraw Hill 

[18.] Mangkunegara, Anwar Prabu, 2007, Evaluasi Kinerja 

SDM. Jakarta: Penerbit PT. Refma Aditama 

[19.] ---------. 2012.  Manajemen  Sumber  Daya  Manusia 
Perusahaan. Bandung: Rosda Karya 

[20.] Mangasa Panjaitan. 2015. Pengaruh Lingkungan Kerja 

dan Motivasi Kerja Terhadap Kinerja Pegawai Pada 

Kantor Dinas Pertanian Provinsi Sumatera Utara. 

Jurnal Ilmiah “Integritas”. Vol. 1., No. 2. Mei 2015. 

[21.] Maria Theresia Femi Irianti .2012. Pengaruh Gaya 

Kepemimpinan Dan Lingkungan Kerja Terhadap 

Kepuasan Kerja Dengan Motivasi Sebagai Variabel 

Moderating. Jurnal Manajemen Sumberdaya Manusia 

Vol. 6 No. 1 Juni 2012: 82 – 94 

[22.] Marwanto dan Riyadi. 2014. Pengaruh Kompensasi 

dan Lingkungan Kerja terhadap Motivasi dan Disiplin 
Kerja Prajurit di Satuan Kerja KRI X Armada RI 

Kawasan Timur. JMM17 Jurnal Ilmu Ekonomi & 

Manajemen. 

[23.] Mohammad Nurhasan Rasyid, Diana K. Sulianti, 

Tobing, M. Syaharudin., 2016. Pengaruh Motivasi dan 

Lingkungan Kerja Terhadap Kinerja Karyawan 

Melalui Komitmen Organisasi Pada Senyum Media 

Stationary Jember. Jurnal Bisnis dan Manajemen. Vol. 

10., No. 3., September 2016., Hal. 343 – 354 

[24.] Mullins, Laurie J.2005.  Management and 

Organization Behavior. Edinburgh, Harlow, Essex: 
Prentice Hall. 

[25.] Mulyasa. 2005. Manajemen Sumber Daya Manusia. 

Raja Grafindo, Jakarta. 

[26.] Nitisemito, Alex S. 2021. Manajemen Personalia. 

Jakarta: Ghalia Indonesia. 

[27.] Panji Anoraga. 2009. Psikologi Kerja. Jakarta: Rineka 

Cipta Mathirs, R,I dan  

[28.] Prajadi B.C.U. 2014.  Pengaruh Kepemimpinan, 

Motivasi Kerja, Disiplin Kerja dan Lingkungan Kerja 

terhadap Kinerja Karyawan dan Dosen Stmik Duta 

Bangsa Surakarta. Jurnal Sainstech Politeknik 
Indonusa Surakarta ISSN : 2355-5009 Vol. 1 Nomor 1 

Juni Tahun 2014. 

[29.] Priyatno, Duwi . 2010. Paham Analisa Statistik Data 

SPSS. PT Buku Seru, Yogyakarta 
[30.] Rivai,Veithzal, 2010. Manajemen Sumber Daya 

Manusia Untuk Perusahaan dari Teori Ke Praktek 

Edisi 2. Jakarta : Rajawali Pers. 

[31.] Rivai, Veithzal  dan Ela Jauvani Sagala,. 2011. 

Manajemen Sumber Daya Manusia untuk Perusahaan. 

Jakarta Rajawali Persada 

[32.] Rivai, Veithzal  dan Mulyadi, Deddy. 2011. 

Kepemimpinan dan Perilaku Organisasi. Ed.3. PT 

RajaGrafindo Persada, Jakarta  

[33.] Robbin,  Stephen  P  dan  Judge  Timothy  A.  2014.  

Perilaku  Organisasi  Jilid  2. Jakarta: Salemba Empat. 

 
[34.] Sedarmayanti. 2001. Sumber Daya Manu-sia dan 

Produktivitas Kerja, Mandar Maju, Bandung 

[35.] Setyo, Ahmad. 2017. Pengaruh Motivasi Kerja dan 

Lingkungan Kerja terhadap Kinerja Karyawan Qnb 

(Qatar National Bank) Indomesia Area Surabaya. E-

Jurnal Ekonomi dan Bisnis Universitas Udayana. 6.12., 

2017., 4197-4224., ISSN 2337-3067. 

[36.] Siagian, Sondang. 2008. Manajemen Sumbr Daya 

Manusia. PT. Bumi Aksara, Jakarta. 

[37.] Sinambela, Lijan Poltak. 2016.  Manajemen Sumber 

Daya Manusia.  Jakarta: PT Bumi Aksara 
[38.] Sopiah. 2008. Perilaku Organisasional. Yogyakarta 

Penerbit Andi 

[39.] Skoekidjo Notoatmodjo. 2009. Pengembangan Sumber 

Daya manusia. Jakarta : Rineka Cipta 

[40.] Sudarwan Danim. 2012. Motivasi kepemimpinan dan 

Efektivitas Kelompok Jakarta Rineka Cipta 

[41.] Sudjana . 2005 . Metoda Statistika. Bandung: Tarsito  

[42.] Sugiyono. 2014. Metode Penelitian 

Pendidikan,(Pendekatan Kuantitatif, Kualitatif, dan 

R&D). Alfabeta, Bandung 

[43.] Sunyoto, Danang. 2012. Teori, Kuesioner dan Analisis 

Sumber Daya Menusia. PT Buku Seru, Yogyakarta  
[44.] Suprihatmi SW. 2006. Pengaruh Gaya Kepemimpinan 

Dan Lingkungan Kerja Terhadap Motivasi Kerja Guru. 

Jurnal Manajemen Sumber Daya Manusia Vol. 1 No. 1 

Desember 2006 : 113 – 127 

[45.] Syahron, Lubis. 2009. Metodologi Penelitian. Padang: 

Sukabina Press  

[46.] Suwanto dan Donni Juni Priansa. 2011. Manajemen 

SDM dalam Organisasi  Publik dan Bisnis. Bandung: 

Alfabeta 

[47.] Wibowo. 2014. Manajemen Kinerja. Edisi Ketiga. 

Jakarta: PT. Rajagrafindo Persada. 
[48.] Wahyudi, 2002, Manajemen Sumber Daya Manusia, 

Bandung: Sulita  

[49.] Windy Aprilia M., & Hudiwinarsih, G. 2012. Pengaruh 

kompensasi, motivasi dan komitmen organisasional 

terhadap kinerja karyawan bagian akuntansi (studi 

kasus pada perusahaan manufaktur di Surabaya). The 

Indonesian Accounting Review, 2(02), 215-228 

[50.] Wirawan, 2009. Evaluasi Kinerja Sumber Daya 

Manusia. Jakarta : Salemba Empat. 

[51.] Yuli. 2005. Manajemen Sumber Daya Manusia. 

Malang ; UMM Press 
[52.] Yukl, Gary. 2001. Leadership in Organization. 5e New 

Jersey: Prentice-Hall, Inc 

http://www.ijisrt.com/

