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Abstract

This study aims to see the effect of (1) Work placement on the performance of
UPTD employees of the Kerinci Regency Pharmacy Installation (2) Motivation on the
performance of UPTD employees at the Pharmacy Installation of Kerinci Regency (3)
The work environment on the performance of UPTD employees of the Kerinci Regency
Pharmacy Installation (4) Work placement, motivation and work environment have a
joint effect on the performance of UPTD employees of the Pharmacy Installation of
Kerinci Regency The population in this study is all UPTD Pharmacy Installation
Kerinci employees as many as 64 people. Techniques for determining the number of
samplestaken as respondents using total sampling in Sugiyono (2017).The results of this
study indicate that (1) Job placement has a positive significant effect on the
performance of the employees of the UPTD Pharmacy Installation of Kerinci Regency
(2) Motivation give a positive influence on the performance of the employees of the
UPTD Pharmacy Installation of Kerinci Regency (3) Work environment give a positive
influence on the performance of the employees of the UPTD Pharmacy Installation of
Kerinci Regency (4) Work placement, motivation and work environment jointly have a
positive effect on the performance of the employees of the Kerinci District Pharmacy
Installation UPTD.

Keywords: Work Placement, Motivation and Work Environment

Introduction

Human Resources is a vital component for the company, because human
resources are the main implementer of managerial and operational activities within the
company. Other elements, such as money, machines, and capital will not be able to run
properly without the intervention of human resources. To achieve maximum company
performance, human resources or employees in the company must have good
performance (Mathis & Jackson, 2016).

Performance is the result of work in quality and quantity achieved by an
employee in carrying out his duties in accordance with the responsibilities given to him
(Mangkunegara, 2017). In another view, performance is the result of work achieved by
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individuals in accordance with their roles and duties in a certain period, which is
associated with certain values or standards of the organization where the individual
works (Umam, 2018). Furthermore, performance is about doing the work and the results
achieved from the work. Performance is about what is done and how to do it (Wibowo,
2017).
Ministry of Health RI No. 189/Kemenkes/SK/I11/2006 concerning National Drug Policy
(KONAS). In the future, GFK will require revitalization and adjustment of the name to
the Regency Pharmacy Agency (IFK) to prioritize its functions and in the future.

The following is a data report on the realization of the performance of the
employees of the UPTD Pharmacy Installation in Kerinci Regency, which can be seen
in the following table:

Table 1
Realization of Pharmacy Installation UPTD Employee Performance Achievement
Kerinci District

Realization (%) Target

No Target 2017 | 2018 | 2019 | 2020 | (%)
1 Improvemer_ltof _ 81 81 85 77 100

Pharmaceutical Services
2 |Improved Governance of

Publlc_ Drugs and Health 83 80 79 75 100

Suppliesincreased

development
3 |Increased Production and

Distribution of 84 80 77 73 100

Pharmaceuticals

Average 82.60 | 80,30 | 79.97 | 74.67 100

Source: UPTD Pharmacy Installation of Kerinci Regency

A way to produce skilled and reliable human resources requires a plan in
determining the employees who will fill the jobs in the company concerned. Success in
manpower procurement lies in the accuracy in the placement of new employees and old
employees in new positions. The placement process is a very decisive process in getting
competent employees needed by the company, because the right placement in the right
position will be able to help the company in achieving its goals. Placement of
employees is not only placing, but must match and compare the qualifications of the
employee with the needs and requirements of a position or job (Yuniarsih & Suwatno.
2013).

Based on table 1, it can be seen that the realization of the performance of the
employees of the UPTD Pharmacy Installation of Kerinci Regency has decreased
significantly. On average, each year has decreased, namely in 2016 82.60%, in 2017
80.30%, in 2018 79.97% and in 2019 there was a fairly large decline of 74.67%. The
problem that is developing at this time is a phenomenon that indicates that the
employees of the UPTD of the Pharmacy Installation of Kerinci Regency do not yet
have an optimal level of performance, this is indicated by the failure to achieve
performance targets at the UPTD of the Pharmacy Installation of Kerinci Regency.

In addition to employee placement and employee motivation, there are variables
that are no less important in influencing employee performance, namely the work
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environment. The work environment is the overall tools and materials encountered, the
surrounding environment in which a person works, his work methods, and work
arrangements both as individuals and groups (Sedarmayanti, 2004). In addition, the
work environment is everything that involves physical and psychological aspects which
will directly or indirectly affect employees (Wursanto, 2009). Furthermore, another
view says that the work environment is everything that is around the workers that can
affect them in carrying out the tasks assigned (Nitisemito, 2015).

Research methods

The population and sample in a study have a central and decisive role (Muri A.,
2015). The population is the whole of the object of study that provides an accurate
picture of the research. According to Hamid (2015) population is the total number of
objects or subjects that are used as data sources in a study that have the same nature or
characteristics. Thus, the population in this study were all 64 employees of the UPTD
Pharmacy Installation in Kerinci Regency.

The technique in taking this sample uses a total sampling technique (whole
sample), total sampling is a sampling technique where the number of samples is the
same as the population (Sugiyono, 2017). The reason for taking total sampling is
because according to(Sugiyono, 2017) the total population is less than 100, the entire
population is used as a research sample.

Hypothesis testing in this study used multiple regression analysis. Multiple
regression analysis aims to determine the causal relationship between the influencing
variables and the affected variables. With multiple regression equation model as
follows:

Y=a+blXL+Db2X2+DB3 X34 it (6)
Where:

Y = Performance

a = Intercept Constant

X1 =Job Placement

X2 = Motivation

X3 = Work Environment

b1, b2, .... = Regression Coefficient

e = Error Term

Research result
Classic assumption test
Normality test

This normality test is used by the author to test the normality of the regression
model. The test is carried out using the methodkolmogorov-smirnov testto each variable.
The regression model is normally distributed if the value of the Kolmogorov-Smirnov
sign for each variable is greater than = 0.05. The results of the normality test can be
seen in table 2.

Table 2
Normality Test Results

One-Sample Kolmogorov-Smirnov Test
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Performa Job Motivati Work

nce Placement on environment

N 64 64 64 64

Normal Parameters |mean 32.6562 32.1875| 41.6562 24.3906

Std. Deviation | 2.99851 2.53781| 3.14324 3.23482

Most Extreme Absolute .149 .156 .263 .155

Differences Positive 149 156 263 142

negative -.132 -.086 -.143 -155

Kolmogorov-Smirnov Z 1.193 1,245 1.107 1,241

asymp. Sig. (2-tailed) 116 .090 120 .092
a. Test distribution is Normal.

Source: SPSS output results, 2021.

From Table 2 normality test, it can be seen that in the regression model, the
confounding variable or residual has a normal distribution. This can be seen from the
results of the sig value of the Performance variable (Y) is 0.116 > 0.05 Work Placement
Variable (X1) is 0.090 > 0.05; Motivation variable (X2) is 0.120> 0.05; Work
Environment variable (X3) is 0.092 > 0.05. So it was concluded that the variables of
performance, work placement, motivation, and work environment of UPTD Pharmacy
Installation Kerinci employees were normally distributed.

Multicollinearity Test

Multicollinearity test is useful to test whether the regression model found a
correlation between independent variables. A good regression model should not have a
correlation between the independent variables if the independent variables are correlated
then these variables are not orthogunal. Orthogunal variables are independent variables
whose correlation value between independent variables = 0 (Ghozali, 2011).
Multicollinearity can be seen fromtoleranceand Variance Inflation Factor (VIF). The
way to find out whether there is a deviation from the multicollinearity test is to look at
the Tolerance and VIF values of each independent variable, if the Tolerance value is >
0.10 and the VIF value is < 10, the data free from multicollinearity symptoms can be
seen in Table 2.

Table 2
Multicollinearity Test Results

Coefficientsa

Collinearity Statistics
Model
Tolerance VIF
Job Placement 0.819 1.222
1 |Motivation 0.955 1.048
Work environment 0.788 1,270

a. Dependent Variable: Performance
Source: SPSS output results, 2021

Based on the multicollinearity test in the table above, it can be seen that there is
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no relationship between the independent variables because all the VIF values of the
variables are < 10.

Heteroscedasticity Test

The heteroscedasticity test aims to test whether in a regression model there is an
inequality of variance from the residuals from one observation to another observation. If
the variance from the residual of one observation to another observation is constant,
then it is called a homokedastability and if different it is called heteroscedasticity.
Detecting the presence of heteroscedasticity in this study used the Plott Graph (Scatter
Plot) test. This test, if there is no clear pattern, such as points spread above and below
the number O (zero) on the Y axis, then there is no heteroscedasticity. The test results
can be seen in Figure 1.

Figure 1
Heteroscedasticity Test Results

Scatterplot

Dependent Variable: Y

Regression Studentized Residual
, . o
]

Regression Standardized Predicted Value

In Figure 1 it can be seen that there is no clear pattern and the points spread
above and below the number 0 on the Y axis. The spread of data points does not form a
wavy pattern that widens then narrows and widens again. The spread of data points is
also not patterned, so this shows that the data in this study does not occur
heteroscedasticity.

Research Hypothesis Test
Multiple Linear Regression Analysis

In testing the hypothesis of this study, multiple linear regression was used,
which aims to determine how much influence several independent variables have on the
dependent variable. Multiple regression analysis was performed by comparing tcountwith
ttable and sig value with = 0.05. In detail the results of multiple regression testing can
be seen in Table 3.

Table 3
Multiple Regression Equation

Coefficientsa
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Unstandardized |Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 15,623 6.428 2431 .018
Job Placement 232 .070 .196| 3.287| .018
Motivation 467 .109 490 4.279] .000
Work environment .206 .069 222  2,964| .023
a. Dependent Variable: Y

Source: SPSS Output Results (year 2021)
Based on Table 3, the estimation model can be analyzed as follows:
Y =15,623 + 0.232 (X1) + 0.467 (X2) + 0.206 (X3)

Based on the above equation it can be explained that:

a. From the above equation it can be seen that there is a constant value of 15,623
which means that if the work placement, motivation, work environment is zero,
then the value of the performance variable is at 15,623. This means that the
variables of work placement, motivation, work environment contribute to
improving the performance of the employees of the UPTD Pharmacy
Installation in Kerinci Regency.

b. The value of the work placement regression coefficient is positive 0.232. This
means that if the work placement decreases by one unit, it will result in an
increase in performance of 0.232 unit.

c. The value of the motivational regression coefficient is positive, namely 0.467.
This means that if motivation decreases by one unit, it will result in an increase
in employee performance by 0.467 unit.

d. The value of the work environment regression coefficient is positive, namely
0.206. This means that if the work environment increases by one unit, it will
result in an increase in employee performance by 0.206 unit.

Regression Coefficient Test (t Test)
Hypothesis Testing 1
The first hypothesis put forward, that Job placement partially has a positive
effect on employee performance. Based on the results of the analysis of the t test, it is
known that the significance level of the work placement variable is 0,018 < of the
significance value (0.05). Thus Ho is rejected and Ha is accepted so that the alternative
hypothesis proposed in this study is accepted. This means that there is a significant
positive effect between work placement on the performance of the employees of the
Kerinci District Pharmacy Installation UPTD.
Hypothesis Testing 2
The second hypothesis proposed is that motivation partially has a positive effect
on employee performance. Based on the results of the analysis of the t test, it is known
that the significance level of the motivation variable is 0,000 < of the significance value
(0.05). Thus Ho is rejected and Ha is accepted so that the alternative hypothesis
proposed in this study is accepted. This means that there is a significant positive effect
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between motivation on the performance of UPTD employees at the Pharmacy
Installation of Kerinci Regency.
Hypothesis Testing 3
The third hypothesis proposed is that work environment partially positive effect
on employee performance. Based on the results of the analysis of the t test, it is known
that the significance level of the work environment variable is 0,023 < dai significance
value (0.05). Thus Ho is rejected and Ha is accepted so that the alternative hypothesis
proposed in this study is accepted. This means that there is a significant influence
between the work environment on the performance of the employees of the UPTD
Pharmacy Installation in Kerinci Regency.
Hypothesis Testing 4
The fourth hypothesis proposed, that work placement, motivation, and work
environment jointly have a positive effect on employee performance. Based on the
results of the analysis of the F test, it is known that the significance level of the
variables of work placement, motivation, and work environment is 0.001 <0.05. Thus
Ho is rejected and Ha is accepted so that the alternative hypothesis proposed in this
study is accepted. This means that there is a jointly significant influence between work
placement, motivation, and work environment on the performance of the employees of
the UPTD Pharmacy Installation in Kerinci Regency. As can be seen in table 4.

Table 4
F . Test Results
ANOVAD
Sum of

Model Squares df Mean Square F Sig.
1 Regression 141.291 3 47,097 6,647 .001a

Residual 425,147 60 7.086

Total 566,438 63
a. Predictors: (Constant), X3, X2, X1
b. Dependent Variable: Y

Source: SPSS Output Results (year 2021)

Coefficient of Determination (Adjusted R Square)

The Coefficient of Determination aims to see or measure how far the model's
ability to explain the variation of the independent variable, where the value of R
squareused for research with 2 variables and the value of Adjusted R Square is used for
research with more than 3 variables. The value of the coefficient of determination in this
study was taken from the value of Adjusted R Square which can be seen in table 5.

Table 5
Test results R Square

Model Summaryb

Adjusted R | Std. Error of
Model R R Square Square the Estimate

1 499 249 212 2.66191
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Model Summaryb

Adjusted R | Std. Error of
Model R R Square Square the Estimate

1 .499a 249 212 2.66191
a. Predictors: (Constant), X3, X1, X2
b. Dependent Variable: Y
Source: SPSS Data Processing Results (Year 2021)

Based on the analysis results Adjusted R square is 0,212 This means that 21.2%
of employee performance is influenced by the independent variables of work placement,
motivation, work environment, while the remaining 78.8% is influenced by other
variables outside the model.

Discussion
The discussion of the research results is intended to explain and interpret the
research results.

Influence Work Placement on Employee Performance UPTD Kerinci

Regency Pharmacy Installation

The results of this study indicate that job placement has a significant positive
effect on the performance of the employees of the UPTD Pharmacy Installation in
Kerinci Regency. This indicates that work placement determines the performance of the
Kerinci District Pharmacy Installation UPTD employee. This means that the better and
better the work placement received by employees, it will improve employee
performance.

From the results of this study, it can be seen that the work placement variable
has a coefficient of 0.232 which means that work placement has a big influence. this
indicates that job placement can play a role in improving employee performance. If the
Kerinci Regency Pharmacy Installation UPTD wants to improve employee
performance, it must place employees according to their fields.

This is in line with the opinion of Hasibuan MS, (2009) that employee
placement is the process of placing employees in jobs that match their skills so that they
work effectively based on job analysis information. Each agency or company must be
able to select and determine competent employees to fill vacant positions so that the
main tasks in the position can be carried out. For this reason, workers must be obtained
who have the ability in accordance with the position that will be their responsibility, in
other words, the candidate who is placed must have the necessary competencies to be
able to carry out work in a position effectively and efficiently.

The results of this study are in line with research Anita, J., Aziz (2013) which
shows that work placement has a positive and significant effect on employee
performance. Fadilah, A. N (2013)the results of his research also show job placement
significant effect on employee performance.

Influence Motivation on the Performance of UPTD Employees at the
Pharmacy Installation of Kerinci Regency
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The results of this study indicate that motivation has a significant positive effect
on the performance of the employees of the UPTD Pharmacy Installation in Kerinci
Regency. This indicates that employee motivation determines the performance of the
UPTD Pharmacy Installation in Kerinci Regency. This means that the higher the
motivation of employees, it will improve employee performance.

From the results of this study, it can be seen that the work motivation variable
has a coefficient of 0.467which means that work motivation has a greater influence than
other variables. This indicates that motivation can play a role in improving employee
performance. If the UPTD Pharmacy Installation in Kerinci Regency wants to improve
employee performance, it must increase employee motivation in the agency.

This is in line with the opinion According to (Sulistiyani & Rosidah, 2018)
Motivation is a process of giving encouragement to subordinates so that subordinates
can work in line with the given limits in order to achieve organizational goals optimally.
Then motivation is an encouragement to a series of processes of human behavior in
achieving goals (Wibowo, 2017). Based on the opinion of experts, it can be concluded
that work motivation is the driving force or impetus in a person to want to behave and
work diligently and well in accordance with the duties and obligations that have been
given to him (Kadarisman, 2017). Furthermore, motivation is the result of the
interaction of individuals and situations (Umam, 2018).

The results of this study are in line with research Dhermawan, A (2012) which
shows that Motivation affects employee performance. Agusta, L (2013) the results of
his research also show thatmotivation has a significant effect on employee performance.

Influence Influence Work Environment on Employee Performance UPTD

Pharmacy Installation in Kerinci Regency

The results of this study indicate that the work environment has a significant
positive effect on the performance of the employees of the UPTD Pharmacy Installation
in Kerinci Regency. This indicates that the work environment determines the
performance of the Kerinci District Pharmacy Installation UPTD employee. This means
that the better the work environment of an agency, the better the performance of
employees.

From the results of this study, it can be seen that the work environment variable
has a coefficient of 0.206which means the work environment has a big influence. This
indicates that the work environment can play a role in improving employee
performance. If the Kerinci District Pharmacy Installation UPTD wants to improve
employee performance, it must improve and create a good work environment in a better
agency.

This is in line with the opinion According to (Sutrisno, 2013) the work
environment is the overall work facilities and infrastructure around employees who are
doing work that can affect the implementation of work (Sutrisno, 2013). Another
opinion suggests that the work environment concerns the workplace, equipment layout,
work space, light, ventilation or air circulation, safety and health guards (Simanjuntak,
2011). Furthermore, the work environment is the overall tools and materials
encountered, the surrounding environment in which a person works, work methods, and
work arrangements both as individuals and as groups (Sedarmayanti, 2004).

The results of this study are in line with the research of Anjani, A., Widajanti
(2019) which shows that There is a significant positive effect between the work
environment on employee performance.
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Effect of Work Placement, Motivation, Work Environment on the

Performance of the UPTD Pharmacy Installation in Kerinci Regency

The results of this study indicate that work placement, motivation, work
environment together have a significant influence on the performance of the employees
of the UPTD Pharmacy Installation in Kerinci Regency. This indicates that work
placement, motivation, work environment determine the performance of the UPTD
Pharmacy Installation Kerinci employee. This means that work placement, motivation,
and work environment will improve employee performance.

This is in line with research, Anita, J., Aziz (2013), Dhermawan, A (2012), A.,
Widajanti (2019), which shows that The results show the support for a significant
influence between organizational motivation, work placement, work environment on
employee performance.

Conclusion

Based on the results of testing and discussing the hypotheses described in the
previous chapter, some conclusions can be drawn as follows:

1. Work placement has a positive influence on the performance of the UPTD
Pharmacy Installation Kerinci employee. This means that employee performance
will increase if the work placement in the agency is good for employees, so as to
be able to provide encouragement to employees in improving their performance.
Thus the first hypothesis (H1) in this study is accepted.

2. Motivation has a positive influence on the performance of the employees of the
UPTD Pharmacy Installation in Kerinci Regency. This means that employee
performance will increase if the motivation is good so that it can provide morale
to employees in carrying out their work. The higher the motivation of employees
in the agency, the higher the performance of employees in doing their work in
the agency. Thus the second hypothesis (H2) in this study is accepted.

3. The work environment has a positive influence on the performance of the
employees of the UPTD Pharmacy Installation in Kerinci Regency. This means
that employee performance will increase if the work environment in the agency
is good, it will encourage employee performance at work, thus making
employees enthusiastic and able to carry out their work well. A good work
environment will encourage high performance. Thus the third hypothesis (H3) in
this study is accepted.

4. Work placement, motivation, work environment together have an influence on
the performance of the employees of the UPTD Pharmacy Installation in Kerinci
Regency. From the ANOVA test, a significance probability value of 0.001 was
obtained. The probability of significance is less than 0.05, with a significance
level of 0.001 as a result Ho is rejected and Ha is accepted. The variables of
work placement, motivation and work environment together affect the
performance of the employees of the UPTD Pharmacy Installation in Kerinci
Regency.

Based on the results of the analysis of the discussion as well as some
conclusions in this study, as for the suggestions that can be given through the results of
this study in order to get better results, namely:

1. Future researchers are expected to be able to examine other variables outside of
this variable in order to obtain more varied results that can describe what things
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can affect performance and it is recommended to expand the scope of research
on the effect of work placement, motivation, work environment on performance.
employees used in this study.

2. For work placements, it is suggested to the agency to pay attention to the work
placements made to employees. Because this is seen from the results of the
survey and the results of the respondents’ responses to work placements that are
not in accordance with the field of expertise of each employee. If there is a
problem with work placement, it is feared that it will reduce employee
performance which will result in agency performance.

3. For motivation, it is suggested to agencies to pay attention to the comfort of
employees at work by increasing motivation for employees in the agency.
Because this will have an impact on the psychology of employees if employees
feel unmotivated in the organization, it will reduce their performance and
enthusiasm at work.

4. For the work environment, it is recommended that agencies pay attention to the
comfort of employees at work by creating a good work environment for
employees and leaders in the agency. Because this will have an impact on
employees if employees feel the work environment is very bad in the
organization.

5. For the agency management, it is expected to pay attention to work placement,
employee motivation, and create a good work environment in the agency,
because the work environment is a big influence in improving performance.

References

Agusta, L., & Sutanto, E. M. (2013). Pengaruh Pelatihan dan Motivasi Kerja Terhadap
Kinerja Karyawan CV Haragon Surabaya. AGORA, Vol. 1 No.3.

Alwi, S. (2001). Manajemen Sumber Daya Manusia, Edisi Pertama. Yogyakarta:
BPFE.

Anita, J., Aziz, N., & Yunus, M. (2013). Pengaruh Penempatan dan Beban Kerja
Terhadap Motivasi Kerja dan Dampaknya pada Prestasi Kerja Pegawai Dinas
Tenaga Kerja dan Mobilitas Penduduk Aceh. Jurnal Manajemen Pascasarjana
Universitas Syiah Kuala, vol. 2 No. 1, 67-77.

Anjani, A., Widajanti, E., & Sutarno. (2019). Pengaruh Budaya Organisasi dan Motivasi
Terhadap Kinerja Karyawan dengan Komitmen Organisasi sebagai Variabel
Intervening . Jurnal Ekonomi dan Kewirausahaan Vol. 19 No.4, 590- 599.

Arianto, D. A. (2013). Pengaruh Kedisiplinan, Lingkungan Kerja dan Budaya Kerja
Terhadap Kinerja Tenaga Pengajar. Economia, Vol. 9 No. 2, 191-200.

Cintia, E., & Gilang, A. (2016). Pengaruh Lingkungan Kerja Fisik dan Non Fisik
Terhadap Kinerja Karyawan pada KPPN Bandung |. e-Proceeding of
Management Vol.3 No.1, 709-714.

Dhermawan, A. A., Sudibya, I. G., & Utama, I. W. (2012). Pengaruh Motivasi,
Lingkungan Kerja, Kompetensi, dan Kompensasi Terhadap Kepuasan Kerja dan
Kinerja Pegawai Di Lingkungan Kantor Dinas Pekerjaan Umum Provinsi Bali.
Jurnal Manajemen, Strategi Bisnis, dan Kewirausahaan, Vol. 6 No. 2, 173-184.

EK, K., & Mukuru, E. (2013). Effect of Motivation on Employee Performance in Public
Middle Level Technical Training Institutions in Kenya. International Journal of
Advances in Management and Economics Vol.2 Issue. 4, 73-82.

IJSER © 2022
http://www.ijser.org


http://www.ijser.org/

International Journal of Scientific & Engineering Research Volume 13, Issue 1, January-2022 311
ISSN 2229-5518

Fadilah, A. N., Hakim, A., & Siswidiyanto. (2013). Pengaruh Penempatan Pegawai
Terhadap Kinerja (Studi pada Pegawai Sekretariat Daerah Kabupaten Gresik).
Jurnal Administrasi Publik (JAP), Vol.1 No. 5, 847-852.

Ghozali, 1. (2016). Aplikasi Analisa Multivariate dengan Program IBM SPSS 23.
Semarang: Badan Penerbit Unversitas Diponegoro.

Hasibuan, M. S. (2008). Manajemen Sumber Daya Manusia. Jakarta: PT Aksara.

Hasibuan, M. S. (2009). Manajemen Sumber Daya Manusia, Edisi Revisi. Jakarta: PT
Bumi Aksara.

Hidayat, Z., & Taufig, M. (2012). Pengaruh Lingkungan Kerja dan Disiplin Kerja Serta
Motivasi Kerja Terhadap Kinerja Karyawan Perusahaan Daerah Air Minum
(Pdam) Kabupaten Lumajang. WIGA, Vol.2 No.1, 79-97.

Jayaweera, T. (2015). Impact of Work Environmental Factors on Job Performance,
Mediating Rol of Work Motivation. International Journal Of Business and
Management : Vol. 10, 271-278.

Juliandi, A., Irfan, & Manurung, S. (2015). Metodologi Penelitian Bisnis. Medan:
UMSU Press.

Kadarisman. (2017). Manajemen Pengembangan Sumber Daya Manusia. Jakarta: PT
RajaGrafindo Persada.

Kalesaran, F. H., Mandey, S. L., & Mekel, P. A. (2014). Pengaruh Motivasi,
Penempatan Kerja, dan Pengembangan Karir Terhadap Kinerja Pegawai pada
Badan Lingkungan Hidup Provinsi Sulawesi Utara. EMBA, vol. 2 No.4, 184-
194.

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan (Cetakan
Kesebelas ). Bandung: PT Remaja Rosdakarya.

Mathis, R. L., & Jackson, J. H. (2016). Manajemen Sumber Daya Manusia Edisi 10.
Jakarta: Salemba Empat.

Mawei, A. C., Nelwan, O., & Uhing, Y. (2014). Kepemimpinan, Penempatan Kerja dan
Kompensasi Pengaruhnya Terhadap Kepuasan Kerja pada PT. Bank BNI
(Persero), Thk. KCU Manado. EMBA, Vol. 2 No. 2, 944-954.

Munparidi. (2012). Pengaruh Kepemimpinan, Motivasi, Pelatihan, dan Lingkungan
Kerja Terhadap Kinerja Karyawan pada Perusahaan Daerah Air Minum Tirta
Musi Kota Palembang. Jurnal Orasi Bisnis, Edisi ke-VII, 47-54.

Murti, H., & Srimulyani, V. A. (2013). Pengaruh Motivasi Terhadap Kinerja Pegawai
dengan Variabel Pemediasi Kepuasaan Kerja pada PDAM Kota Madiun. Jurnal
Riset Manajemen dan Akuntansi, Vol. 1 No. 1, 10-17.

Nitisemito, A. S. (2015). Manajemen Personalia. Jakarta: Ghalia Indonesia.

Pio, E. A., & Sendow, G. (2015). Pengaruh Gaya Kepemimpinan Visioner, Kompensasi
Tidak Langsung dan Penempatan Kerja Terhadap Kinerja Pegawai Di Sekretariat
Daerah Kabupaten Minahasa Tenggara. EMBA, Vol. 3 No. 3, 1140-1150.

Potu, A. (2013). Kepemimpinan, Motivasi, dan Lingkungan Kerja Pengaruhnya
Terhadap Kinerja Karyawan pada Kanwil Ditjen Kekayaan Negara Suluttenggo
dan Maluku Utara Di Manado. EMBA, Vol. 1 No. 4, 1208-1218.

Pratisardy, E., & Lukito, H. (2019). Dampak Rekrutmen, Seleksi, dan Motivasi
Terhadap Kinerja Karyawan PT Bank XYZ TBK Cabang Padang. Jurnal
Ekonomi dan Bisnis Vol.21 No.1, 14-22,

IJSER © 2022
http://www.ijser.org


http://www.ijser.org/

International Journal of Scientific & Engineering Research Volume 13, Issue 1, January-2022 312
ISSN 2229-5518

Prawirosentono, S. (2008). Kebijakan Kinerja Karyawan. Yogyakarta: BPFE UGM.
Priyatno, D. (2014). SPSS 22 Pengolahan Data Terpraktis. Yogykarta: Andi.

Rahmawanti, N. P., Swasto, B., & Prasetya, A. (2014). Pengaruh Lingkungan Kerja
Terhadap Kinerja Karyawan (Studi Pada Karyawan Kantor Pelayanan Pajak
Pratama Malang Utara). Jurnal Administrasi Bisnis (JAB), Vol. 8 No.2, 1-9.

Raju, D. K., & Banerjee, D. S. (2017). A Study on Job Description and its Effect on
Employee Performance. International Journal of Latest Technology in
Engineering, Management & Applied Science, Vol VI, 1-10.

Rivai, V., & Sagala, E. J. (2011). Manajemen Sumber Daya Manusia dari Teori ke
Praktik. Jakarta: PT Raja Grafindo.

Riyadi, S. (2011). Pengaruh Kompensasi Finansial, Gaya Kepemimpinan, dan Motivasi
Kerja Terhadap Kinerja Karyawan pada Perusahaan Manufaktur di Jawa Timur.
Jurnal Manajemen dan Kewirausahaan, Vol. 13 No.1, 40-45.

Robbins, S. P. (2010). Perilaku Organisasi Edisi Bahasa Indonesia Jilid 1. Jakarta: PT.
Indeks Kelompok Gramedia.

Rori, W. J., Mekel, P. A., & Ogi, I. (2014, Juni). Pendidikan, Pelatihan dan Penempatan
Kerja Pengaruhnya Terhadap Kinerja Pegawai di Kantor Inspektorat Kota
Manado. EMBA, vol. 2 No.2, 1284-1295.

Runtunuwu, H. J., Lapian, J., & Dotulong, L. (2015, September). Pengaruh Disiplin,
Penempatan dan Lingkungan Kerja Terhadap Kinerja Pegawai pada Badan
Pelayanan Perizinan Terpadu Kota Manado. EMBA, Vol. 3 No. 3, 81-89.

Sedarmayanti. (2004). Sumber Daya Manusia dan Produktivitas Kerja. Bandung:
Mandar Maju.

Siagian, S. P. (2011). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

Siahaan, E., Gultom, P., & Lumbanraja, P. (2016). Improvement of Employee Banking
Performance Based on Competency Improvement and Placement Working
Through Career Development (Case Study in Indonesia). International Business
Management, Medwell Journals Vol.10 (3), 255-261.

Sidanti, H. (2015). Pengaruh Lingkungan Kerja, Disiplin Kerja dan Motivasi Kerja
Terhadap Kinerja Pegawai Negeri Sipil di Sekretariat DPRD Kabupaten
Madiun. JIBEKA, Vol. 9 No.1, 44-53.

Simamora, H. (2004). Manajemen Sumber Daya Manusia (Edisi Kedua ed.,
Vol.Cetakan Kesembilan). Yogyakarta: YKPN.

Simanjuntak, P. J. (2011). Manajemen dan Evaluasi Kinerja. Jakarta: Fakultas Ekonomi
Universitas Indonesia.

Sofyan, D. K. (2013). Pengaruh Lingkungan Kerja Terhadap Kinerja Kerja Pegawai
BAPPEDA. Malikussaleh Industrial Engineering Journal, Vol. 2 No. 1, 18-23.

Sugiarto. (2017). Metodologi Penelitian Bisnis. Yogyakarta: Andi. Sugiyono. (2017).
Metode Penelitian Pendidikan. Bandung: Alfabeta.

Sulistiyani, A. T., & Rosidah. (2018). Manajemen Sumber Daya Manusia. Yogyakarta:
Gava Media.

Sunyoto, D. (2015). Manajemen dan Pengembangan Sumber Daya Manusia.
Yogyakarta: CAPS (Center for Academic Publishing Service).

Surjosuseno, D. (2015). Pengaruh Lingkungan Kerja dan Motivasi Kerja Terhadap
Kinerja Karyawan pada Bagian Produksi UD Pabrik Ada Plastik. AGORA Vol.
3 No. 2, 175-179.

Susanty, A., & Baskoro, S. W. (2012). Pengaruh Motivasi Kerja dan Gaya

IJSER © 2022
http://www.ijser.org


http://www.ijser.org/

International Journal of Scientific & Engineering Research Volume 13, Issue 1, January-2022 313
ISSN 2229-5518

Kepemimpinan Terhadap Disiplin Kerja Serta Dampaknya pada Kinerja
Karyawan (Studi Kasus Pada PT. PLN (Persero) Apd Semarang). J@TI Undip,
Vol. VII No. 2, 77-84.

Sutrisno, E. (2013). Manajemen Sumber Daya Manusia. Jakarta: Kencana Prenada
Media Group.

Suwatno. (2003). Manajemen Sumber Daya Manusia. Jakarta: Erlangga.

Suwondo, D. 1., & Sutanto, E. M. (2015). Hubungan Lingkungan Kerja, Disiplin Kerja,
dan Kinerja Karyawan. Jurnal Manajemen dan Kewirausahaan Vol. 17 No. 2,
135-144.

Umam, K. (2018). Perilaku Organisasi (Edisi Il ed.). Bandung: Pustaka Setia. Uzonna,
U. R. (2013). Impact of Motivation on Employee's Performance : A Case

Study Of CreditWest Bank Cyprus. Journal of Economics and International Finance
Vol. 5(5), 199-211.

Wahyudi, B. (2012). Manajemen Sumber Daya Manusia. Bandung: Sulita. Wibowo.
(2015). Perilaku Dalam Organisasi. Jakarta: PT Raja Grafindo Persada.

Wibowo. (2017). Manajemen Kinerja Edisi Keempat. Jakarta: PT. Rajagrafindo
Persada.

Wijaya, T., & Andreani, F. (2015). Pengaruh Motivasi dan Kompensasi Terhadap
Kinerja Karyawan Pada PT. Sinar Jaya Abadi Bersama. AGORA Vo. 3 No.2 ,
37-45.

Wursanto, 1. (2009). Dasar-dasar ilmu Organisasi (Edisi Kedua ed.). Yogyakarta: Andi.

Yuniarsih, & Suwatno. (2013). Manajemen Sumber Daya Manusia. Jakarta: Erlangga.

IJSER © 2022
http://www.ijser.org


http://www.ijser.org/



