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KATA PENGANTAR

Puji syukur atas berkat dan rahmat yang telah diberikan Tuhan Yang
Maha Esa, sehingga penyusunan tugas akhir ini dapat diselesaikan
dengan baik. Tugas akhir yang berjudul “Pengaruh Pay Satisfaction,
Supervisor Support, Career Development, Worklife Balance dan
Workload terhadap Job Satisfaction di PT PLN (Persero) UID
Suluttenggo™ in1 dibuat untuk memperoleh gelar Magister Manajemen
dari Universitas Pelita Harapan Surabaya. Penulis berharap agar
penelitian ini dapat digunakan serta memberikan manfaat bagi
perkembangan ilmu pengetahuan khususnya di bidang manajemen
sumber daya manusia.

Penulis menyadari bahwa tanpa dukungan serta Doa dari berbagai
pithak, tugas akhir ini tidak akan dapat diselesaikan tepat pada
waktunya. Oleh karena itu, penulis mengucapkan terima kasih yang
sebesar-besarnya kepada semua pihak yang telah membantu dalam
proses pengerjaan tugas akhir ini, yaitu:
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Fakultas Ekonomi dan Bisnis Universitas Pelita Harapan.
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yang terbaik selama perkuliahan.
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. Kepada keluarga tercinta saya Feybiane Manus dan kedua anak saya
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selalu mendoakan, menemani, mendukung, dan memberikan
semangat dalam penyelesaian tugas ini.

. Kepada Orangtua saya yang selalu memberi dukungan dan doa.
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tim “Tuntutlah [Imu Sampai ke Negeri Seberang”.
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LAMPIRAN A. KUESIONER

PENGARUH PAY SATISFACTION, SUPERVISOR SUPPORT,
CAREER DEVELOPMENT, WORKLIFE BALANCE DAN WORKLOAD
TERHADAP JOB SATISFACTION PEGAWAI DI PT PLN
(PERSERO) UID SULUTTENGGO

Sebelumnya saya mengucapkan terima kasih atas pertisipasi bapak/ibu semua
dalam pengisian kuesioner ini. Dalam rangka penulisan Tesis, saya Roman
Kanta Sting Ruminggo bermaksud melakukan penelitian di PT PLN (Persero)
UID Suluttenggo terkait pengaruh pengaruh pay satisfaction, supervisor
support, career development, worklife balance dan workload terhadap job
satisfaction pegawai di PT PLN (PERSERO) UID SULUTTENGGO. Mohon
kesediaan waktu 5 sd. 7 menit dari bapak/ibu semua untuk mengisi beberapa
pernyataan yang sudah disiapkan.

Setiap  jawaban  dari  pernyataan yang telah  diisi, dijamin
kerahasiaannya karena sepenuhnya akan digunakan sebagai

referensi untuk pembelajaran dalam dunia pendidikan.

Hormat saya,

Roman K.S. Ruminggo



Screening Question

1

Apakah anda adalah Pegawai Organik yang bekerja di PT PLN
(Persero) UID Suluttenggo?

e Ya
e Tidak

I1. Pertanyaan Profil Demografi

2

Jenis Kelamin:

e Laki-laki

e Prempuan

Usia:

e <23 tahun
e 23sd. 29 tahun
e 29sd. 37 tahun
e 37 sd. 45 tahun
e >45 tahun

Pendidikan akhir:

e SMA/Sederajat
e D1

e D3

e S1/D4

o S2

e S3

e Lainnya

Pengalaman Kerja:

e <5tahun
e 55d. 10 tahun
e 11 sd. 20 tahun

Xi




e >20 tahun

6 Jenjang jabatan

e Fungsional

e Supervisor Dasar (TL)

e Supervisor Atas (Asman/MULP)

e Manajemen dasar (MUP/MSB/Pj Biro)
e Manajemen Menengah (SRM)

e Manajemen Atas (GM

7 Unit Kerja:

e Until Layaan
e Unit Pelaksana
e Unit Induk

8 Daerah Asal:

e Di dalam wilayah kerja PLN Suluttenggo
e Luar wilayah kerja PLN Suluttenggo

I11. Pertanyaan variable penelitian

Pilihlah jawaban dari pernyataan di bawah ini dengan angka 1 sd. 5 yang

menurut anda paling sesuai, dengan penjelasan sebangai berikut:
1 = Sangat Tidak Setuju

2 = Tidak Setuju

3 = Netral

4 = Setuju

5 = Sangat Setuju

Variabel Pay satisfaction Skala Pengukuran

Indikator 1 2 3 4 5

PS1 | Saya merasa upaya yang saya lakukan
tidak sebanding dengan upah yang
diberikan oleh perusahaan*

PS2 | Saya merasa Take home pay yang saya
terima di perusahaan ini kecil*
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PS3

Tunjangan jabatan yang saya terima
sebanding dengan beban kerja yang
diberikan oleh perusahaan

PS4

Dibanding perusahaan lain, saya puas
dengan upah yang saya terima di
perusahaan ini

PS5

Saya merasa puas dengan perubahan
kenaikan gaji saya (PS5)

Variabel Supervisor Support

Skala Pengukuran

Indikator

1

2

3

4

5

SS1

Atasan selalu membantu saya
memperhatikan hasil pekerjaan saya

SS2

Atasan tidak sungkan membantu ketika
keluarga saya dalam keadaan kesulitan

SS3

Atasan meyakinkan saya akan
pentingnya peran dalam pekerjaan
yang saya lakukan

SS4

Atasan bersedia mengajari ketika saya
mengalami kesulitan dalam
menyelesaikan pekerjaan

SS5

Atasan cepat dalam memberikan
informasi terbaru mengenai kebijakan
perusahaan yang berkaitan dengan
kesejahteraan karyawan (SS5)

SS6

Atasan saya mampu  menjaga
kerahasiaan  hal-hal yang saya
sampaikan kepadanya

Variabel Career Development

Skala Pengukuran

Indikator

1

2

3

4

5

CD1

Perusahaan memberi peluang kepada
karyawan untuk pengembangan diri
melalui pelatihan

CD2

Perusahaan memberikan informasi
yang lengkap mengenai jenjang karir
yang dapat dicapai dalam perusahaan

CD3

saya diberikan kesempatan untuk
mengembangkan karir di perusahaan
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CD4

Karier saya di perusahaan ini
tampaknya tidak menjanjikan. *

CD5

Saya merasa Karir saya didukung untuk
maju dalam perusahaan

Variabel Worklife Balance

Skala Pengukuran

Indikator

1

2

3

4

5

WLB1

Ada keseimbangan yang baik antara
pekerjaan saya dan kesehatan pribadi
saya.

WLB2

Saya mampu menyeimbangkan antara
pekerjaan dengan kehidupan keluarga
saya

WLB3

Perusahaan memberikan jadwal yang
fleksibel dalam saya bekerja.

WLB4

Jadwal kerja saya memberi saya cukup
waktu untuk kehidupan
pribadi/keluarga saya

WLB5

Saya menerima dukungan dan
pengakuan dari anggota keluarga

Variabel Workload

Skala Pengukuran

Indikator

1

2

3

4

5

WL1

Pekerjaan tambahan merupakan hal
yang biasa di tempat kerja saya

WL2

Saya membutuhkan tenaga dan pikiran
yang lebih untuk menyelesaikan
pekerjaan tambahan yang diberikan
kepada saya

WL3

Saya harus membawa pulang pekerjaan
ke rumah setiap Sore atau akhir pekan
agar dapat menyelesaikan pekerjaan
tambahan saya.

WL4

Saya merasa kewalahan dengan
tuntutan pekerjaan saya

WL5S

Saya merasa beban kerja yang berat ini
tidak akan membaik di masa depan.
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Variabel Job Satisfaction

Skala Pengukuran

Indikator

1

2

3

4

5

JS1

Setiap hari saya antusias dengan
pekerjaan saya

JS2 | Saya puas dengan pekerjaan saya
sekarang

JS3 | Pekerjaan yang saya lakukan sekarang
sesuai dengan Passion saya.

JS4 | Saya menikmati setiap tanggungjawab
yang diberikan kepada saya

JS5 | Saya menganggap pekerjaan saya tidak

menyenangkan (JS5)*
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HASIL EXCEL UJI PENDAHULUAN
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LAMPIRAN C : OUTER LOADING UJI PENDAHULUAN

Outer Model Uji Pretest

03455;1 pervisor Support

556
cD1 151
cD2 0.783 152
*0a50
D3 40390 153
& 0579
CD4 154
0837 areer Development
D5 155
WLB1
WLE2 0.797
¥~0a45
WLB2  4-0.741— 0.220
0829/
&
WLB4
0.724 Worklife Balance
WLB5
WLl
WL2 -0.139
0174
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cD1

Outer Loading Uji Pretest

CD2

0.751

CcD3
CD4
CD5
Js1

0.902
0.759

0748 |

Js2

0877

Js3

0.866

Jsa 0.870
Js5 0278
Ps1 0.830

Ps3 0.121

PS5 \ 0943
ss1 | 0885

w1 -0.175
w2 -0.401
WwL3 077
wL4 0859
WL5 0881
WLB1 0.869

WLB2 0.563

WLE3 0.555

WLB4 0.638

WLB5




Construct Reliability and Validity

:

Career Development 0877 0851 0.907 0662
Job Satisfaction 0866 0876 0.909 0714
Pay Satisfaction 0.850 0830 0.894 0683
Supervisor Support 0930 0948 0.944 0.739
Worklife Balance 0819 0895 0.831 0507
Workload 0855 0921 0.908 0.767

Heterotrait-Monotrait Ratio (HTMT)

Career Development

Job Satisfaction 0.548

Pay Satisfaction 0.857 0.626

Supervisor Support 0.800 0614 0674

Worklife Balance =l 0.262 0442 0.239 0.287

Workload 0.402 0426 0.509 0342 0.369
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LAMPIRAN D : HASIL EXCEL UJI AKTUAL
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Lampiran E : OUTER LOADING UJI AKTUAL

Outer model Uji Aktual:

Ps1

P54

P35

cm

cD2

CcD3

cD4

CD5

WLE1

WLB2

WLE3

WLB4

AN

0411
0632
40891

067

Pay Satisfaction

0.788 0.873
‘0.35‘3 0781 i
+-0.882 0.157 0.784-
o 0.565 0.835 =

08593 reer Development Job Satisfaction

0.392

0.803

- SN
O.B?OH -0.128
40772

ossi/";'
=

0.696 wworklife Balance

Workload
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Outer Loading Uji Aktual:

- | career Development | Job Satisfaction | Pay Satisfaction | Supervisor Support | Workife Balance || Workload |
cD1 0788
D2 0859
D3 0882
D4 0565
cD5 0869
151 0873
Js2 0.781
53 0784
154 0835

Ss1 0.845
552 0.698
Ss3 0.786
554 0.820
555 0.878
556 0.843
wL3 0514
wL4 0876
WL5 0921
WLB1 0.803
WLB2 0.870

wnoa n77

CD5 0.869

wL3 0514

wL4 0.876
WL 0.921

WLB2 0870
WLE3 0772
WLB4 0.853
WLB5 0.696
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Construct Reliability and Validity (AVE)

Career Development 0853 0.863 0.898 0.642
Job Satisfaction 03836 0.846 0.891 0671
Pay Satisfaction 0712 0.836 0.806 0528
Supervisor Support 0897 0.903 0.921 0.662
Worklife Balance 0859 0.861 0.899 0.642
Workload 0.745 0.844 0.827 0627

Heterotrait-Monotrait Ratio (HTMT)

Career Development

Job Satisfaction 0587

Pay Satisfaction 0681 0.551

Supervisor Support 0.603 0.555 0576

Worklife Balance - 0539 0.735 0.685 0477

Workload 0359 0441 0451 0233 0627
T
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LAMPIRAN F : INNER MODEL UJI AKTUAL

R Square:

Job Satisfaction 0495 0480

Inner VIF Values:

Career Development 1.711

Job Satisfaction

Pay Satisfaction 1.854

Supervisor Support 1.541

Worklife Balance 1916

Workload 1.390
Q Square:

Job Satisfaction 0446 0755 0566

b ey

Path Coefficients:

P

Career Develop t -> Job Satisfaction 0.157 0.159 0.081 1924 0.027
Pay Satisfaction -> Job Satisfacti 0022 0.030 0.092 0243 0404
Supervisor Support -> Job Satisfaction 0.196 0.193 0.075 2610 0.005
Worklife Balance - > Job Satisfaction 0392 0386 0.082 4794 0.000
Workload -> Job Satisfacti -0.138 -0.143 0.056 2464 0.007
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Lampiran G : SURAT IZIN PENELITIAN

Gorontalo, 26 September 2024

Kepada :

PT PLN (Perserc) UID Suluttenggo
Up. Yth. Senior Manajer Komunikasi, Keuangan & Umum
Jalan Bethesda nomor 32, Manado

Perihal : Permohonan Izin Penelitian

Saya yang bertanda tangan di bawah ini

Nama :  Roman Kanta Sting Ruminggo
NIP : 871113507

Unit : PLN UP3 Gorontalo

Momor HP - 085240166077

Merupakan Pegawai PT PLN (Persero) yang bertugas di UID Suluttenggo UP3 Gorontalo.

Saya sedang dalam proses perkuliahan program Magister Manajemen 52 di Universitas Pelita
Harapan dan sedang dalam masa penyusunan Tesis sebagai salah satu syarat kelulusan.

Dengan ini saya bermohon izin rekomendasi untuk melakukan penelitian di lingkungan kerja PLN
UID Suluttenggo. Adapun judul dari penelitian yang akan saya teliti adalah Pengaruh Kompensasi
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ABSTRACT

This study aims to examine the effects of seversl total compensation
factors on job satisfaction. This cross-sectional and confirmatory research
has collected data from a sample of 246 employees, including lower-
level workers, technicians, and middle managers in manufacturing and
service industries in Spaim, manly medium- and largs -sized companies in
the private sector Data analysis includes reliability and validity tests of
psychometric scales and hypotheses testing using multi-group Souctural
Equadons Modelling (SEM). The seudy resules show thar supervisor
support, career development, and work-life balance are smongly and
positively related to job satistaction. Howewver, pay satisfaction is positively
associated with job satisfaction only for the group of employees who are 40
vears of age or younger Managers must concepiualize these factors as part
of total compensation and promote work flexdbility, career development,
and supervisor suppore policies. The results add to the small literacure
mvestigating the growing field of rotal compensation and its outcomes for
job satisfaction and emploves performance.

Eeywords

totzl compenzation; job stisfaction; work life balance; supervizor support; caresr

development; pay satisfacdon.

BRESUMEN

El objerivo de este estudio es examinar la influencia de varios factores
de la compensacidn total sobre la sarisfaccidn laboral. Esea investizacidn
ansversal v confirmareria ha recogido daros de una muesta de 246
empleados, que incluye osbajadores de industrias manufactureras v de
servicios en Espana, principalmente de medias v grandes empresas del
sector privado. El andlisis de los datos incluye los tests de fisbilidad y de
validez de las escalas psicomémmicas v la contrastacién de hipétesis por
medic de Modelos de Ecuaciones Estructurales multgrupo. Los resultados
muestran que 2l apovo del supervizor, &l desamello de la carrera profesional
v el equilibrio entre el trabajo v la vida personal estdn positivamente
relacionados com la sadsfaccidn laboral, mientras que la satisfaccidn
salarial solo estd relacionada con la satisfaccién laberal en los empleades
mds jdvenes. Es importante que los directives interioticen estos factores

| Usiiversiras Psvcrowscica | Cowomsia | Vozo | Ewero-Dicremsse | zo21 | IS8N 1657-9207 |
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Ky weonds

W' k-l ife bl ance
Chilkd weellare warkers
Jobrrelated Dctars

This study examined the relationships between work-life balance and several job-related factors among 573
public child welfre workers in a northeastern state in the United States of America. It explored job-related
correlates of work-life halance and the posible mediating mole of work-life halance hetween these Bctors
and job satifaction. Multiple regression analysis demonstrated that the job-related Gotors organizational
support, job vale, work time, and income were significantly associated with work-life balance among child
welfare workers. It also confirmed that work-life balance partially mediated the associations of organizational
support and job value with job stisfaction. Implications for child welfare esearch, palicy, and practice are
proposed based on the empinical findings.

i 3013 Hsevier Ltd. All rights reserved.

1 Introduction

In the context of personal life and family demands in contemporary
society (Carlson, Graywacz, BZivnuska 2009; Hobson, Delunas, & Kesic,
2001; Lewis, 2003; Moen & Yu, 2000), the capadty of babncing
employees’ work and pesonal lives i essential for the wel-bang of
workforce A national survey (Hobson e al, 2001) disdosed that the
10 mast stressful Bfe events for US workers revolved around major
life and family issues. As working couples have become the norm in
socidy (Moen & Yu, 2000), dsing household Anandal and care needs
(Hobsonetal , 2001), together with increasing expedations for pesonal
satisfaction and enjoyment (Lewis, 2003}, have a high propensity to
cause conflicts between employees' work responsibiliies and their
personal life demands (Carlson et al, 2009). Workers, induding in
child welfare, are obliged to baance their work and fe roles and
domains simultaneously. It is therdore necsssary o understand their
work—life balanas by administratos and researchers.

Child welfare is regarded as a demanding and stressful feld with
challmging working conditions. It entails birge caseloads, long hours,
on-cal responsibilities, inadequate compensation, insufficient supervi-
sion and training, kck of adequate resources to serve children and
their families, stringent state and federal policy requiraments, etc
(Westhrook, Ellis, & Elletr, 2006 ). On one hand, working conditions are
likdly to women the existing conflicts between work and life among
child welfare workers. This suggests a strong need to understand the

* Carrespanding awhar at: Department of Social Work, Schoal aof Sociology and
Papulstion Smdied, Renmin UiniverSity ofChi na, 597 ho ngguancun Streel, Haidian Distria,
Beijing 100872 China

E-smnil s * leiwouen@gmaiLonm (L Wa)

0190-7408/% - see lront matter © 2013 Elsevier Lel. Al rights reserved.
I /i i g/ 10 1016/ éhil dyouth 2013 05.017

possible job-related correlates of work-life balance in child welfane.
O the ather hand, working condidons are likdy o result in low job
satisfaction, which has powerful and far reaching consequences for
sodal workers and organizations (Lambert, Pasupulet, Cluse-Tolar,
Jennings, & Baker, 2006). Given the evidence-based influence of work—
life balinee in shaping job satisfacion (Lambert et al, 2006; Losoncz &
Bortolotto, 2009), the roke of work-life balance as 2 mediator of the
relationship between working conditions and job satisfaction merits
close attention.

Waork-life balence has been intensively studied in business, manage-
ment, and other disciplines (eg, Cadson et al., 2009; Connell, 2005;
Dean, 2007: Greenhaus, Collins, & Shaw, 2003: Hobson et al, 2001:
Jang, 2009; Kossek, Lewis, & Hammer, 2010; Lewis & Campbdl, 2008;
Losoncz & Borolotto, 2009; Mescher, Benschop, & Doorewaard,
2010; Olber-Malaterre, 2010; Viride, DaSiva, & Ardngton, 2010). How-
ever, it is still a novel research topic in soclal work, let alone child
welfare meseanch. Some studies eplored the assodation between work—
life babinee and job retention in child welfare (Smith, 2005; Stolin-
Goltzman, Auerbach, McGowan, & MceCarthy, 2007), but various job-
related comelates of work-life balance have been under-examined so
far, Although prior research asserted the impacs of work-life balance
on social work and human service worker job satisfacion (Lambert
el al, 2006), the mediating efiect ol work-life balance on pbsatisfaction
15 still an uatouched issue among child walare workfore.

This study seeks to examine the relationships between work-life
babnee and job-related factors supervisor support, organizational sup-
port, job value, work time, income, supervisory status, tenure, and job
satisfaction among 573 public child welfare workers in a northeastern
state in the United States of America. It explores job-related comelates
of work-life balance and the possible mediating role of work-life
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ARTICLE INFO ABSTRACT
Article history: This study investigates the effects of work-life balance (WLE) on several individual outcomes
Received 22 May 2014 across cultures, Using a sample of 1416 employees from seven distinct populations - Malaysian,
Available online 7 September 2014 Chinese, New Zealand Maori, New Zealand European, Spanish, French, and lalian - SEM analysis

showed that WLB was positively related to job and life satisfaction and negatively related to anx-
Keywords: iety and de pression across the seven aultures. Individualism/mllectivism and gender egalitarian-
Waork-life halance ism moderated these relationships. High levels of WLE we e more positively associated with job
Collectiviam and life satisfaction for individuals in individualistic cultures, compared with ind ividuals in collec-
b g0 tivistic cultures, High levels of WLE were more positively assodated with job and life satisfaction
Job stifaction and more m:galivelyassodatedwit_hamlety fnr individuals lngend.eregglimianculmres&veralL
Well-being we find srong support for WLE being be neficia for e mployees from various cultures and for cul-

ture as a moderator of these relationships.

@ 2014 Elsevier Inc All rights reserved.

1. Introduction

‘Work-life balance (WLB) is a central concern in everyday discourses (Greenhaus & Allen, 2011 ; Greenhaus, Collins, & Shaw, 2003;
Guest, 2002; Kossek, Valcour, & Lirio, 2014; Maertz & Boyar, 2011). However, despite its popularity, WLBremains one of the least stud-
ied concepts in work-life research (Greenhaus & Allen, 2011 ). Valcour (2007 ) noted that it is *a concept whose popular usage has
outplaced its theoretical development” (p. 1513 ). A reason for this is the field's struggle to agree on a common definition of WLB
(Greenhaus & Allen, 2011). Another reason is that research on the positive individual outcomes of WLB has been relatively slow to
accumulate (Greenhaus & Allen, 201 1; Maertz & Boyar, 2011). In addition, most of the current studies focus on work-family balance,
without considering individuals' broader lives including community, leisure, church, sport and other activities (Hall, Kossek, Briscoe,
Pichler, & Lee, 2013). In this study we work with a relatively consensual definition of WLB as being an individual's assessment of how
well her or his multiple life roles are balanced (e.g, Greenhaus & Allen, 2011; Haar, 201 3; Kossek et al,, 2014). We aim to contribute to
WLB research at solidifying the concept of WLB by examining its relationshi p with four important individual outcomes: job satisfac-
tion, life satisfaction, anxiety, and depression.

Furthermore, we know very little about the impact of cultures on the rel ationship between WLB and individual outcomes. A recent
review ofcross-national work-life research has identified only two cross-cultural studies focusing on WLB com pared with 29 focusing

* Corresponding authaor.
E-mail addreses: jhaarPmassey.acnz (J.M Haar), marcellorusseiledgebs com (M. Russo], albertsune@upc_edu (A Sufie), ollieraranefugamca
(A Ollier-Malaterre .
! Denotes shared first authorship.
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