LAMPIRAN 1. Penelitian Sebelumnya

Nama Peneliti Judul Penelitian Hasil Penelitian
Job strain , reward imbalance | karyawan yang melakukan tugas pekerjaan
(Jonge et al., and employee well- being : a | yang tinggi secara psikologis dan fisik serta
2000), large-scale cross-sectional | control pekerja yang rendah berisiko lebih
study tinggi untuk kesejahteraan yang buruk

(Wrzesniewski &
Gamst, 2002)

Finding positive meaning in
work.

Selama bekerja, Kesejahteraan sangat
penting terutama dalam peningkatan karir hal
ini dapat membuat harga diri, kekuasaan dan
kedudukan sosial meningkat, karena bekerja
merupakan suatu bentuk penghargaan

(Ellitan, 2002).

Praktik-Praktik Pengelolaan
Sumber Daya Manusia Dan
Keunggulan Kompetitif
Berkelanjutan.

Praktik-Praktik Pengelolaan Sumber Daya
Manusia Dan Keunggulan Kompetitif
Berkelanjutan

(Ramadhany et al.,
2003).

Pengaruh Program
Kesejahteraan Karyawan
Terhadap Semangat Kerja
Karyawan Dan Prestasi Kerja
Karyawan (Studi Pada
Karyawan Tetap
Kompartemen SDM PT.
Petrokimia Gresik).

Pengaruh Program Kesejahteraan Karyawan
Terhadap Semangat Kerja Karyawan Dan
Prestasi Kerja Karyawan (Studi Pada
Karyawan Tetap Kompartemen SDM PT.
Petrokimia Gresik).

(Janssen & Yperen,
2004)

employees ’ goal orientations ,
the quality of leader-member
exchange , and the outcomes

orientasi sebagai tujuan kerja karyawan,
dengan cara menukar karyawan dari
pimpinan sebelumnya untuk menghasilkan

of job performance and | kepuasan kerja
jobsatisfaction.
Happiness, health, or | Kebahagiaan, kesehatan, atau hubungan?
. S ! . .
(Grant et al., 2007) relatl_onshlps. Managerial Prak_tlk manajerial dan  pengorbanan
practices and employee well- | kesejahteraan karyawan.
being tradeoffs.
How does human resource | Bagaimana management sumber daya

(Jiang et al., 2012)

management influence
organizational outcomes

manusia dapat mempengaruhi perusahaan

(Fu etal., 2015)

How do high performance
work systems influence
organizational innovation in
professional

Bagaimana sistem kerja berkinerja tinggi
memengaruhi  inovasi organisasi secara
professional

Nama Peneliti

Judul Penelitian

Hasil Penelitian
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(' Setiyati, 2019)

Pentingnya perencanaan sdm
dalam organisasi.

Pentingnya perencanaan dalam organisasi

(Sainaghi, 2010)

Hotel performance: State of
the art

Psikologis dan kesejahteraan fisik yang
tinggi dapat meningkatkan peningkatan
kinerja karyawan

(Khoreva &
Wechtler, 2018)

HR practices and employee
performance: the mediating
role of well-being

untuk menghasilkan kenerja yang meningkat
dan peranan karyawan secara psikologis
sejahtera merupakan hasil mediasi antara
praktik sumber daya manusia

(Smeenk, et al.,
2008)

An International Comparison
of the Effects of HRM
Practices and Organizational
Commitment on Quality of Job
Performances among
European University
Employees

karena itu juga sangat diperlukan praktik
sumber daya manusia (SDM) untuk
mempengaruhi kualitas kinerja karyawan

(Karami et al.,
2013),

Analyzing the Effectiveness of
Reward Management System
on Employee Performance
through the Mediating Role of
Employee Motivation Case
Study: Isfahan Regional
Electric Company

Sistem  manajemen penghargaan  akan
berpengaruh positif dan signifikan terhadap
kinerja karyawan

(Gibbons & Fish,
1989).

Indonesia's international
tourism: a shifting industry in
Bali

Efek dari lingkungan Kkerja, kepribadian
karyawan serta iklim psikologis di lokasi
kerja sering dilihat berdasarkan kebahagiaan
serta kepuasan kerja, komitmen efektif dan
suasana hati karyawan di tempat kerja

(Indrayanti, 2019)

Human Resource Management
Content and Process on
Employee Well-being and Job
Performance: A Study in
Indonesia Public Sector

Tenaga Kkerja yang sekarang ini terus
mengalami perubahan menjadi lebih modern
hal ini menjadikan dinamika di dalam
sumber daya manusia yang hasil kerjanya
sangat menantang karena mereka di berikan
penghargaan

(Jyoti & Rani,
2015).

The impact of bundled high
performance human resource
practices on intention to leave
: Mediating role of emotional
exhaustion

untuk itu manajemen harus membuat
manajemen Kkarier untuk seluruh karyawan
dan praktik sumber daya manusia SDM
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Judul Penelitian

Hasil Penelitian

(Mirabito & Berry,
2015).

You Say You Want a
Revolution? Drawing on
Social Movement Theory to
Motivate Transformative
Change

Kesejahteraan secara tidak langsung dapat
mempengaruhi  Kinerja karyawan dalam
bekerja

(Grantetal.,
2007),

Call centers as lean service
environments: Job-related
strain and the mediating role
of work design

pemberian penghargaan terhadap karyawan
dapat memberikan kesejahteraan karyawan

(B.S.Pawar et al.,
2016),

Employee Relations; Studies
from B. S. Pawar et al Add
New Findings in the Area of
Employee Relations
(Workplace spirituality and
employee well-being: an
empirical examination)

yaitu  adanya  penambahan  variable
penghargaan yang memoderasi
kesejahteraan, baik itu  kesejahteraan
emosional, kesejahteraan psikologis,
kesejahteraan sosial, dan kesejahteraan
spiritual

(Maslach et al.,

The moderating effects of
employee tenure on the
relation between

karyawan akan lebih cenderung melibatkan
diri mereka ditempat kerja sejauh mereka
menerima penghargaan yang lebih besar atas

2001) organizational commitment kinerja peran mereka
and job performance: A meta-
analysis
Sistem penghargaan adalah salah satu
The moderating role of lingkup dasar kinerja manajemen sumber
(Wright et al. employee pgsitive well b.eing daya manusia dan manajemen kompense.alsi
2007) ' on the relation between job layanan karena salah satu lingkup tugas ini

satisfaction and job
performance

dilakukan untuk merancang dan
melaksanakan sistem upah dan tunjangan
karyawan

(Setiyati et al.,
2018),

Pemodelan Manajemen
Pembinaan Sumber Daya
Manusia yang Produktif dan
Inovatif dengan Pendekatan
Rekayasa Informasi

Sumber daya manusia mulai dari proses
penarikan, seleksi, pelatihan dan
pengembangan, penempatan yang meliputi
promosi, demosi dan ransfer, penilaian
kinerja, pemberian kompensasi, hubungan
industrial, hingga pemutusan hubungan kerja,
yang ditujukan bagi peningkatan kontribusi
produktif dari sumberdaya manusia
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(Prasad et al.,

A Comparative Analysis on the
Causes of Occupational Stress
among Men and Women

stres kerja disebabkan oleh kurangnya
sumber daya dan peralatan, bekerja tidak
sesuai jam kerja seperti bekerja lembur dan

2016) Employees and its Effect on iklim organisasi dianggap  sebagai
Performance at the workplace | kontributor stres karyawan
of Information Technology
Sector, Hyderabad
Peningkatan  kinerja  karyawan secara
perorangan akan menghasilkan kinerja

(Hidayati et al.,

Kecerdasan Emosi, Stres

karyawan secara menyeluruh yang dapat

2008), Kerja Dan Kinerja Karyawan dilihgt dari  produktivitas kerja yang
meningkat
ENHANCING HR Memang ketika karyawan bekerja di

(Khan et al.,
2013).

OUTCOMES THROUGH
BEST HR PRACTICES AND
ORGANISATIONAL
COMMITMENT: A
CONCEPTUAL SCHEMA
FOR SMEs

lingkungan yang ramah, bebas stres dan
aman secara fisik, mereka melakukan tugas
mereka lebih baik

(Tehrani et al.,
2007)

HR practices and employee
performance: the mediating
role of well-being

praktik sumber daya manusia (SDM) akan
dan memiliki kinerja yang baik maka harus
mengedepankan kesejahteraaan sosial antar
karyawan, dengan membuat lingkungan kerja
lebih nyaman sehingga dapat menghasilkan

perkembangan  dari  karyawan  untuk
mencapai  potensi diri  karyawan dan
organisasi

(Saks, 2006)

Antecedents and consequences
of employee engagement

Kesejahteraan Psikologis dan kesejahteraan
fisik dapat meningkatkan kinerja karyawan




Lampiran 2. Definisi Operasional Variabel

PRAKTIK HR (Gardner et al. (2011)

Variabel

ORIGINAL

KUESIONER

Skill-enhancing
HR practices

Motivation-
enhancing HR
practices

Empowerment-
enhancing HR
practices

1. Before being hired, all
applicants take a structured
interview

1. Sebelum diterima bekerja,
seluruh pelamar mengikuti
wawancara terstruktur

2. Before being accepted by
prospective employees, the test is
written in writing

2.  Sebelum diterima calon

karyawan di tes secara tertulis

3. What is the average number of
hours of formal, job-related
training received by employees
each year

3. Berapa jam rata-rata pelatihan
formal terkait pekerjaan yang
diterima karyawan setiaptahun

4. The results of the performance
evaluation process are used to
determine the training needs of
employees at work

4. Hasil dari proses evaluasi
kinerja digunakan untuk menentukan
kebutuhan pelatihan bagi karyawan
dalam bekerja

5. Employees have the
opportunity to take a school
scholarship test conducted by the
company

5. Karyawan memiliki kesempatan
untuk  mengikuti tes beasiswa
sekolah yang dilakukan perusahaan

6. Employees are evaluated 6. Dalam bekerja karyawan
annually dievaluasi setiap tahun nya
7. Salary increases based on 7. Kenaikan gaji berdasarkan

employee performance

kinerja karyawan

8. Productive employees get the
opportunity to get individual
bonuses for their performance

8. Karyawan vyang produktif
mendapatkan ~ kesempatan  untuk
mendapatkan bonus individu atas
kinerja nya

9. Productive employees have the
opportunity to get company group
bonuses

9. Karyawan
memiliki  peluang
bonus group perusahaan

yang produktif
mendapatkan

10. Productive employees have

10. Karyawan yang produktif

the opportunity to get a bonus | memiliki  peluang  mendapatkan
from the company bonus dari perusahaan
11. Employees who work well 11. Karyawan vyang bekerja

have  the  opportunity  for

promotion at the company

dengan baik memiliki peluang utnuk
promosi jabatan di perusahaan

12. Employees at work follow
existing regulations

12. Karyawan dalam bekerja
mengikuti peraturan yang ada

13. Employees at work always
follow procedures to improve
quality of work

13. Karyawan dalam bekerja selalu
mengikuti prosedur untuk
meningkatkan kwalitas kerja

14. Employees at work always
communicate with other
employees

14. Karyawan dalam bekerja selalu
berkomunikasi dengan karyawan lain




Universitas Esa Unggul

Job Performance (Matthew P. Earnhardt,2011)

accordance with the job

Variabel KUESIONER
15. How good is the assessment of 15. Seberapa baik penilaan atas
the tasks assigned by superiors tugas yang diberikan atasan
16. The salary given is in . I .
accordance with the main task 16. Gaji yang dlberlk_an _T(esual
given dengan tugas utama yang diberikan
17. How good was the assessment 17. Seberapa baikkah penilaian
Job carried out yang dilakukan
18. Is the job and salary in 18. Apakah pekerjaan dan gaji
Performance J Y b peren] !

sesuai dengan pekerjaan

19. How well do you lead

19. Seberapa baik cara memimpin
yang kamu lakukan

20. How well the training has
been followed

20. Seberapa baik pelatihan yang
telah diikuti

21. How well do we communicate
with others

21. Seberapa baik cara kita
berkomunikasi dengan orang lain

Rewards (Saks, 2006)

DIMENSION ORIGINAL KUESIONER
22. There is an increase in salary | 22. Adanya kenaikan gaji
P 23. The existence of work security | 23. Adanya perlindungan jaminan
ayment . k eri
Raise guarantee protection eamanan Kerja

24. Promotion of position in the
company

24. Adanya promosi
perusahaan

jabatan di

Development

25. There are opportunities for
training and personal development

25. Adanya kesempatan pelatihan
dan pengembangan diri

26. There are more challenging
assignments

26. Adanya penugasan yang lebih
menantang

27. More like freedom and job
opportunities

27. Lebih  banyak menyukai
kebebasan dan peluang kerja

28. There is an appreciation from
the people who work with you

28. Adanya penghargaan dari orang
yang bekerjasama dengan anda

Apreciation

29. There is praise from superiors
for our performance

29. Adanya Pujian dari atasan atas
kinerja Kkita

30. There are several forms of | 30. Adanya beberapa bentuk
recognition to employees in the | pengakuan kepada karyawan di
environment / lingkungan /

31. The existence of awards and | 31. Adanya penghargaan dan
appreciation improves employee | apresiasi  meningkatkan  kinerja
performance karyawan
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Job Satisfaction (Alan M.Saks,2005)

DIMENSION ORIGINAL KUESIONER
32. Overall, | am satisfied with | 32. Secara keseluruhan ,saya puas
my work dengan pekerjaan saya
_Job _ 33. In general, | don't like my job 33. S_ecara umum, saya tidak suka
Satisfaction pekerjaan saya
34. In general, I like working here. 3i4.5i§tiacara umum, saya suka bekerja
Well Being (Grant et al., 2007)
DIMENSION ORIGINAL KUESIONER
35. Compared to other people, 1 | 35. Dibanding dengan orang lain,
am more receptive to conditions saya lebih mudah menerima kondisi
. . I 36. Kegiatan sehari-hari  saya
g s e | tamplc mush can parng b
condition P g organisasi
37. Easily influenced by superiors i,za' SanMgﬂahm:;?ﬁE?ar::datzha:ﬁp
who have strong opinions kuat yang P pat yang
meaningful 38, Jlustpe ablegdaymanage mejy tgail Hu?:us rgsvrzgu ?;g?ﬁeIOIZEZp' ZZE
g responsibilities in daily work ggung peker)
your work sehari-hari . _
39. Have the confidence to be able 333 Memiliki keyakl_n_an mampu
.~ | mengembangkan diri dalam
to develop themselves in - .
A i menyelesaikan  pekerjaan dengan
completing work quickly cepat
40. Have many warm and trusting 40. Memiliki ba_nyak hubungan yang
. . . hangat dan saling percaya dengan
relationships with other people .
orang lain
41. Have a new spirit in | 41. Memiliki semangat baru dalam
completing work when moving to | menyelesaikan pekerjaan  apabila
recognition the desired place pindah ketempat yang diinginkan
42. Physical exercise increases the | 42. Latihan fisik menjadi bertambah
motivation to work enthusiasm nya motivasi semangat dalam bekerja
43. Martial arts training is able to 43. . d_l_katlhan i bel.ad'” rl?ar_npu
increase job performance menjadikan Inerja pekerjaan
meningkat
44. Optimal physical and mental | 44. Kondisi fisik dan mental yang
conditions also play a role in | optimal turut berperan dalam
enhancing physical well-being meningkatkan kesejahteraan fisik
. | 45.  Pengetahuan agama dapat
Wo_rkpla_ce ?nSSIi ii"g;gss ﬂ:r\:\{;?dgﬁegﬁ?] ac:g menambah wawasan dan kesehatan
satisfaction i ?ovin hvsical well-bein mental  dalam  meningkatkan
P gphy g kesejahteraan fisik
46. The community is very | 46. Masyaraka tsangat bergantung
dependent on me for the | kepada saya terhadap institusi saya
institution | work for now bekerja sekarang
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job as a whole

47. Able to be a good guide and
role model for the community

47. Mampu menjadi pedoman dan
panutan yang baik terhadap
masyarakat

48. Community appreciation for
my work performance has
increased

48. Penghargaan masyarakat
menjadi kinerja kerja saya meningkat

job as a whole

49. Maintain good relations with
the community

49. Menjalin hubungan baik dengan
masyarakat

50. Optimizing the available
exercise time can improve work
performance

50. Optimalisasi waktu senam yang
tersedia dapa tmeningkatkan kinerja
kerja




LAMPIRAN 3. KUISIONER PENELITIAN

Hal: Permohonan Pengisian Kuisioner
Responden yang terhormat.
Serta Bapak/lbu/Sdr/Sdri/Rekan/... yang saya Bangakan.

Kepada Yth:

Bapak /Ibu/Saudara Responden
di-

tempat

Dengan Hormat.

Dalam rangka melengkapi data yang diperlukan untuk memenuhi tugas
akhir /thesis perkenankan saya ingin menyampaikan sebuah kuesioner
penelitian yang ditujukan untuk mengetahui Hubungan Antara Pemberian
Penghargaan dan Pengakuan Kinerja Karyawan Terhadap Kesejahteraan
Karyawan di perusahaan.

Pada kesempatan ini, saya memohon kerjasama dari saudara untuk dapat
berpartisipasi dalam penelitian ini sebagai responden dari kuesioner ini.

Peneliti mengucapkan terima kasih yang sebesar-besarnya atas kesediaan
saudara/i telah meluangkan waktu untuk menjawab semua pertanyaan
dalam kuesioner ini.

Hormat Saya,

Muhammad Ambriansyah
Mahasiswa Magister Management
Universitas Esa Unggul

Telp / HP: 082122321231

Email: ambri.gma@agmail.com
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BAGIAN A: IDENTITAS RESPONDEN

PETUNJUK PENGISIAN

1. Kuisioner ini berisikan tentang Hubungan Penghargaan dapat Memoderasi
Karyawan Terhadap Kesejahteraan Karyawan di dalam perusahaan yang berada di
dalam Kawasan Industri dan Pergudangan Industri di Tangerang

2. Seluruh pertanyaan di bawah ini adalah menyangkut kesejahteraan karyawan di
dalam perusahaan terhadap pemberian Penghargaan.

3. Saudara/i cukup memberikan tanda cheklist (v') pada pilihan jawaban yang
tersedia sesuai dengan pendapat

BAGIAN A : IDENTITAS RESPONDEN
DATA DIRI
1. Nama/inisial :

2. Jenis Kelamin
1 Pria 2 Wanita

3. Jabatan :
Manajer
SPV
Staff
Non Staff

4, Usia :
20-25
30-35
25-30
35-40
40 - 55

5. Pendidikan :
SD
SMP
SMA
D3
S1
S2

6.  Apakah anda bekerja di perusahaan yang berada di dalam Kawasan Industri,
Pergudangan ( jika jawaban ada tidak maka proses untuk pengisian kuisioner ini
tidak dapat dilanjutkan, terimakasih) :

Ya
Tidak

10
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Pertanyaan berikut ini berhubungan dengan Hubungan Antara Pemberian
Penghargaan & Pengakuan Terhadap Kesejahteraan Karyawan di Perusahaan yang
berada di Kawasan Industri dan Pergudangan.

BAGIAN B: PERTANYAAN INTI

PETUNJUK PENGISIAN

Petunjuk pengisian untuk bagian berikut: (Silakan memilih salah satu)

1. STS : Sangat Tidak Setuju
2. TS :Tidak Setuju
3. N : Antara Setuju dan Tidak setuju
4.S  :Setuju
5.SS : Sangat Setuju
PRAKTEK HR

A. Praktek kerja HRD yang meningkatkan keterampilan Karyawan

1.  Sebelum diterimabekerja, seluruh pelamar mengikuti wawancara terstruktur
STS 1 2 3 4 5 SS

2. Pelamar mengikuti te formal (tertulis dan praktek) sesuai dengan
kwalifikasi pekerjaan

STS 1 2 3 4 5 SS

3. Karyawan melakukan pelatihan secara formal di perusahaan setiap tahun nya
STS 1 2 3 4 5 SS

4. Hasil dari proses evaluasi kinerja digunakan untuk menentukan
kebutuhan pelatihan bagi karyawan dalambekerja

STS il 2 3 4 5 SS

5. Karyawan memiliki kesempatan untuk mengikuti tes beasiswa
sekolahyang dilakukan perusahaan
STS 1 2 3 4 5 SS

B. Praktek-praktek SDM yang meningkatkan motivasi

karyawan

6. Karyawan dalam bekerja selalu dilakukan evaluasi atas kinerjanya secara
rutin minimal dalam satu tahun
STS 1 2 3 4 5 SS

7. Kenaiakn gaji karyawan didasarkan pada kinerjakaryawan
STS 1 2 3 4 5 SS

8. Dalam bekerja memiliki kesempatan untuk mendapatkan bonus/komisi
individu

11




10.

11.
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sesuai produktivitas, kinerjaatau hasil kinerjaindividu lainnya
STS 1 2 3 4 5 SS

Karyawan dalam bekerja memiliki peluang untuk mendapatkan bonus
group/komisi untuk produktifitas, kinerjaatau hasil kinerjagroup lainnya

STS 1 2 3 4 5 SS

Karyawan dalam bekerja memiliki kesempatan untuk mendapatkan
bonus/komisi di seluruh perusahaan untuk produktifitas, kinerja atau hasil
kinerja perusahaan operasional lainnya

STS 1 2 3 4 5 SS

Karyawanyang memenuhisyarat memiliki peluang untuk dipromosikan ke
posisi yang lebih tinggi jabatan nya di dalam perusahaan

STS 1 2 3 4 5 SS

C. Praktik SDM yang meningkatkan pemberdayaan

12.

13.

14.

Karyawan dalam bekerja memiliki hak untuk melakukan
keluhkesah sesuai dengan permasalahan nya

STS 1 2 3 4 5 SS

Karyawan dalam bekerja terlibat dalam proses partisipasi formal
seperti peningkatan kualitas, kelompokan penyelesaian masalah,
berdiskusi dan memberikan saran

STS 1 2 3 4 5 SS

Karyawandalambekerjaselaluberkomunikasidengankaryawan
departemen lain untuk menyelesaikan masalah sesuai dengan waktu
yang ditentukan

STS 1 2 3 4 5 SS

2. KINERJA KARYAWAN

15.

16.

17.

18.

19.

Penilaian diberikan atas pekerjaan yang ditugaskan

O[SV & 2 3 4 5 SS

Sebelum diterima bekerja karyawan mengetahui terlebih dahulu gaji pokok
yang diberikan

STS 1 2 3 4 5 SS

Penilaian yang dilakukan sudah yang dilakukan sudah sesuai dengan standar
STS 1 2 3 4 5 SS

Bagaimana hasil penilaian sudah sesuai dengan standar
pekerjaan yang dilakukan

STS 1 2 3 4 5 SS

Penilaian diberikan dari atasan dengan melakukan pengawasan atau
supervise terhadap karyawan

STS 1 2 3 4 5 SS
12
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20. Penilaian yang diberikan sudah sesuai dengan pelatihan yangdiikuti
STS 1 2 3 4 5 SS

21. Penilaian yang dilakukan sudah di komunikasikan dengan divisi lain nya
STS 1 2 3 4 5 SS

3. HADIAH DAN PENGAKUAN

22, Adanya kenaikan gaji
STS 1 2 3 4 5 SS

23. Adanya perlindungan jaminan keamanan kerja
STS 1 2 3 4 5 SS

24, Adanya Promosi di dalam sistem perusahaan
STS 1 2 3 4 5 SS

25. Lebih banyak kebebasan danpeluang dalam bekerja
STS 1 2 3 4 5 SS

26. Adanya penghargaan dari orang yang bekerjasama dengananda
STS 1 2 3 4 5 SS

27. Adanya Pujian dariatasan atas kinerja kita
STS 1 2 3 4 5 SS

28. Adanya penugasan yang lebih menantang
STS 1 2 3 4 5 SS

29. Adanya kesempatan pelatihan dan pengembangan diri
STS 1 2 3 4 5 SS

30. Adanya beberapa bentuk pengakuan kepada karyawan di lingkungan /
masyarakat

STS 1 2 3 4 5 SS

31. Adanya penghargaan dan apresiasi dalam bekerja
STS 1 2 3 4 5 SS

4. KEPUASAN KERJA

32. Secara keseluruhan, saya puas dengan pekerjaansaya
STS 1 2 3 4 5 SS

33. Secara umum, saya tidak suka pekerjaansaya
STS 1 2 3 4 5 SS

34. Secara umum, saya suka bekerja disini.
STS 1 2 3 4 5 SS
13
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4. KESEJAHTERAAN

35.

36.

37.

38.

39.

40.

41.

42.

Saya lebih mudah menerima kondisi orang lain dengan baik
STS 1 2 3 4 5 SS

Kegiatan sehari-hari saya sangat berhubungan degna organisasi
STS 1 2 3 4 5 SS

Atasan yang memiliki pendapat yang kuat akan mempengaruhi
bawahannya
STS 1 2 3 4 5 SS

Dalam bekerja harus bertanggung jawab dan mengelolah nya
dengan baik
STS 1 2 3 4 5 SS

Dalam bekerja saya memiliki keyakinan mampu menyelesaikan
pekerjaan dengan cepat
STS 1 2 3 4 5 SS

Dalam menjalin hubungan harus saling mempercacayai satu sama
lain
STS 1 2 3 4 5 SS

Ditempat kerja yang baru saya selalu memiliki semagat kerja
STS 1 2 3 4 5 SS

Dalam bekerja untuk menghasilkan kinerja yang baik harus dapat
mengatur waktu dengan baik
STS 1 2 3 4 5 SS
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Lampiran 5. Output SPSS
Tabel 4.1. Karakteristik Responden

Demografi Responden Frekuensi  Dalam %
Jenis Kelamin Laki Laki 179 59.87
Perempuan 120 40.13
. S2 22 7.40
Pendidikan s1 190 63.50
SMA 87 29.10
40 - 45 Tahun 17 5.69
pendidikan 35 - <40 Tahun 61 20.40
30 - <35 Tahun 54 18.06
25 - <30 Tahun 89 29.77
20 - <25 Tahun 78 26.09
Manajer 71 23.75
Jabat SPV 62 20.74
abatan Staff 165 55.18
OB 1 0.33

Sumber: SPSS v 25
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Lampiran 6. Output SPSS Uji Validitas

Tabel 4.2. Uji Validitas

Variabel Indikator KMO Factor Loading | Kesimpulan
PS1 0.909 | Valid
PS2 0.876 | Valid
PS3 0.892 | Valid
PS4 0.819 | Valid
PS5 0.854 | Valid
PS6 0.839 | Valid
PS7 0.903 | Valid
SbM PS8 . 0.899 | Valid
PS9 0.879 | Valid
PS10 0.901 | Valid
PS11 0.835 | Valid
PS12 0.815 | Valid
PS13 0.881 | Valid
PS14 0.859 | Valid
KP1 0.871 | Valid
KP2 0.887 | Valid
L KP3 0.855 | Valid
K';';‘;;\’/Zn KP4 0.807 0849 | Valid
KP5 0.877 | Valid
KP6 0.909 | Valid
KP7 0.906 | Valid
HP1 0.686 | Valid
HP2 0.820 | Valid
HP3 0.799 | Valid
HP4 0.757 | Valid
HP5 0.795 | Valid
Penghargaan HP6 0.75 0.663 | Valid
HP7 0.816 | Valid
HP8 0.835 | Valid
HP9 0.768 | Valid
HP10 0.674 | Valid
K1 0.813 | Valid
K2 0.849 | Valid
K3 0.793 | Valid
K4 0.797 | Valid
K5 0.861 | Valid
Kesejahteraan | K6 0.671 0.737 | Valid
K7 0.806 | Valid
K8 0.882 | Valid
K9 0.782 | Valid
K10 0.642 | Valid
K11 0.737 | Valid

22



Universitas Esa Unggul

K12 0.605 | Valid
K13 0.736 | Valid
K14 0.667 | Valid
K15 0.753 | Valid
K16 0.761 | Valid
K17 0.654 | Valid
K18 0.783 | Valid
K19 0.807 | Valid
K20 0.736 | Valid

Sumber: SPSS v25
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Lampiran 7. Output SPSS Uji Reliabilitas

Tabel 4.3. Reliabilitas

. Cronbach Alpha
ETEG (>0.6) Result
SDM 0.98 Reliabel
Kinerja Karyawa 0.95 Reliabel
Penghargaan 0.91 Reliabel
Kesejahteraan 0.96 Reliabel

Sumber: SPSS v25

Tabel 4.4. Uji Kecocokan Model

Uji Kecocokan Model
Ukuran GOF Persyaratan Hasil Tingkat Kecocokan
Chi Square Nilai Kecil 1615.21 Poor Fit
P-Value > 0,05 0.00
RMSEA < 0,08 0.03 Good Fit
NNFI >0,90 0.99 Good Fit
NFI >0,90 0.98 Good Fit
PNFI >0,90 0.94 Good Fit
CFlI > 0,90 0.99 Good Fit
IFI >0,90 0.99 Good Fit
RFI >0,90 0.98 Good Fit
GFlI >0,90 0.82 Marginal Fit
AGFI > 0,90 0.81 Marginal Fit
PGFI >0,90 0.76 Poor Fit

Sumber: LISREL 8.8

Lampiran 8. Uji Koefisien Determinasi

Tabel 4.5. Uji Koefisien Determinasi

Variable R Square Amount
Kinerja Karyawan (KP) 0.82
Kesejahteraan (K) 0.36

Sumber: LISREL 8.8
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Lampiran 9. Diagram T Value

Gambar Diagram 2. T-Value
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Gambar Diagram 2. T-Value
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Lampiran 10. Variabel PS (Praktek SDM)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity Approx. Chi-Square

df

Sig.

Universitas Esa Unggul

.824
504.007
91

.000
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Anti-image Matrices

PS1 PS1 PS1 PS1
PS1 PS2 PS3 PS4 PS5 PS6 PS7 PS8 PS9 0 1 2 3 PS14
Anti- PS1 .10 .02 - - - - - .00 -.023 .039 .002 - - -.033
image 7 0O .04 .00 .00 .04 .00 7 .009 .001
Covarian 2 3 3 0 2
ce PS2 .02 .04 - - .02 - .00 .02 -.023 .021 .003 - - -034
0 3 .03 .03 6 .05 8 6 .023 .007
5 1 0
PS3 - - .05 .02 - .04 - - .033 - - .007 .003 .033
.04 .03 2 9 .01 7 .01 .02 .040 .010
2 5 7 8 0
PS4 - - .02 .16 - .00 - .01 .044 .006 - .035 - .020
.00 .03 9 1 .05 8 .07 1 .015 .055
3 1 1 3
PSE - .02 - - .04 - .03 - -.008 - .040 - .013 -.033
.00 6 .01 .05 8 .02 2 .01 .002 .047
3 7 1 0 1
PS6 - - .04 .00 - 12 - - .040 - - .013 .029 .041
.04 .05 7 8 .02 4 01 .05 .040 .024
0 0 0 2 7
PS7 - .00 = - .03 - 11 - -039 .007 .032 - .002 -.021
.00 8 .01 .07 2 .0 5 .02 .021
2 8 3 2 8
PS8 .00 .02 - .01 - - - .09 -011 .001 - .010 - -.008
7 6 .02 1 .01 .05 .02 5 .029 .031
0 1 7 8
PS9 - - .03 .04 - .04 - - 113 - .026 - - -
.02 .02 3 4 .00 0 .03 .01 .030 .023 .036 8.656
3 3 8 9 1 E-5
PS1 .03 .02 - .00 - - .00 .00 -.030 .076 .005 .010 - -.028
0 9 1 .04 6 .00 .04 7 1 .037
0 2 0
PS1 .00 .00 - - .04 -1 .03 = .026 .005 .184 - - -.044
1 2 3 .01 .01 0 .02 2 .02 .062 .015
0 5 4 9
PS1 - - .00 .03 - .01 - .01 -023 .010 - 077 - .042
2 .00 .02 7 5 .04 3 .02 0 .062 .006
9 3 7 1
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PS1 - - .00 - .01 .02 .00 - -.036 - - - 144 .013
3 .00 .00 3 .05 3 9 2 .03 .037 .015 .006
1 7 5 1
PS1 - - .03 .02 - .04 - - - - - .042 .013 .056
4 .03 .03 3 0 .03 1 .02 .00 8.656 .028 .044
3 4 3 1 8 E-5
Anti- PS1 .89 .30 - - - - - .07 -206 .432 .014 - - -422
image 12 0 56 .01 .04 34 .01 4 102 .012
Correlatio 2 9 2 9 5
n PS2 .30 .73 - - .56 - .11 41 -331 .366 .032 - - -.695
o 3 .73 .37 9 .68 4 3 400 .091
4 3 2
PSE - - 714 31 - .58 - - 430 - - .103 .037 .612
56 .73 9? 0 .33 3 22 .28 .629 .101
2 4 4 8 0
PS4 - - .31 .83 - .06 - .08 .327 .052 - 311 - .213
.01 .37 0o 2* 57 0 .53 7 .088 .359
9 3 9 5
PS5 - .56 - - .75 - .43 - -110 - 424 - .162 -.633
.04 9 .33 57 2* .26 3 .16 .032 .768
2 4 9 6 2
PS6 - - .58 .06 - 77 - - .335 - - .138 .214 496
.34 .68 3 0 26 5 .09 .52 411 161
9 2 6 9 4
PS7 -1 - - .43 - .89 - =347 079 .222 - .018 -.259
.01 4 22 53 3 .09 4% 27 222
5 8 5 9 0
PS8 .07 41 - .08 - - - .90 -102 .015 - 119 - =112
4 3 .28 7 .16 52 .27 6% 221 .261
0 2 4 0
PS9 - - 43 32 - .33 - - .881® - 178 - - -.001
.20 .33 0 7] .11 5 .34 .10 .325 249 .283
6 1 0 7 2
PS1 .43 .36 - .05 - - .07 .01 -325 .852 .040 .125 - =431
0 2 6 .62 2 .03 41 9 5 @ .354
9 2 1
PS1 .01 .03 - - 42 - .22 - .178 .040 .887 - - -435
1 4 2 .10 .08 4 16 2 .22 * 522 .095
1 8 1 1
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BSilt - - .10 31 -1 .13 - 11 -249 125 - .783 - .645
2 .10 .40 3 1 .76 8 .22 9 522 ¢ .060

2 0 8 2
RSH! - -] .03 - .16 21 .01 - -.283 - - - .934 149
3 .01 .09 7 .35 2 4 8 .26 .354 .095 .060 @

2 1 9 1
RS! - - 61 .21 - .49 - - -.001 - - .645 149 .726%
4 42 .69 2 3 .63 6 .25 .11 431 435

2 5 3 9 2

a. Measures of Sampling Adequacy(MSA)
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Communalities

Initial

Extraction

PS1

PS2

PS3

PS4

BSH

PS6

PS7

PS8

PS9

PS10

PS11

PS12

PS13

PS14

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

.826

767

.795

.670

.730

.704

.815

.808

772

.811

.697

.663

77

.738

Extraction Method: Principal Component Analysis.
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Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
% of Cumulative % of
Component Total Variance % Total Variance Cumulative %
1 10.574 75.531 75.531 10.574 75.531 75.531
2 672 4.802 80.332
3 .601 4.293 84.625
4 487 3.481 88.107
5 .406 2.896 91.003
6 .349 2.491 93.494
7 .249 1.781 95.275
8 214 1.529 96.804
9 .164 1.168 97.972
10 114 .816 98.788
11 .066 .468 99.256
12 .060 427 99.683
13 .031 .218 99.901
14 .014 .099 100.000

Extraction Method: Principal Component Analysis.
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Component Matrix?®

Component
1
PS1 .909
PS2 .876
RS3 .892
PS4 .819
PS5 .854
PS6 .839
PS7 .903
PS8 .899
PS9 .879
PS10 .901
PS11 .835
PS12 .815
RSiS .881
PS14 .859

Extraction Method: Principal

Component Analysis.

a. 1 components extracted.
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Lampiran 11. Variabel KP (Kinerja Karyawan)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .807
Bartlett's Test of Sphericity Approx. Chi-Square 201.223
df 21
Sig. .000

Anti-image Matrices
KP1 KP2 KP3 KP4 KP5 KP6 KP7

Anti-image KP1 141 -.097  -.042 .038  -093  -.061 .060
Covariance KP2 -.097 165 .066  -.076 044  -.007 -.052
KP3 -.042 .066 243  -109  -021  -.088 011
KP4 038  -076  -.109 228  -.011 .037 -.064
KP5 -.093 044  -021  -011 219 .043 -.095
KP6 -061  -007  -.088 .037 .043 163 -.070
KP7 060  -.052 011  -064  -095  -.070 137
Anti-image KP1 .740° -635  -.228 213 -531  -.403 428
Correlation KP2 -635 798" 330 -.391 232 -.046 -.348
KP3 -.228 330  .839  -465  -.090  -.443 .059
KP4 213 -391  -465  .838"  -.048 191 -.360
KP5 -.531 232  -090 -048  .823° 226 -.547
KP6 -403  -.046  -.443 191 226 .841*  -.468
KP7 428 -.348 .059 -.360 -.547 -.468 .785%

a. Measures of Sampling Adequacy(MSA)
Communalities

Initial Extraction
KP1 1.000 759
KP2 1.000 .786
KP3 1.000 731
KP4 1.000 721
KP5 1.000 .769
KP6 1.000 .826
KP7 1.000 .820

Extraction Method: Principal

Component Analysis.
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Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
% of Cumulative % of
Component Total Variance % Total Variance Cumulative %
1 5.413 77.327 77.327 5.413 77.327 77.327
2 .509 7.270 84.597
3 .404 5.768 90.365
4 .307 4.392 94.757
5 .213 3.038 97.795
6 .093 1.332 99.128
7 .061 .872 100.000

Extraction Method: Principal Component Analysis.

Component Matrix?®

Component
1
KP1 871
KP2 .887
KP3 .855
KP4 .849
KP5 877
KP6 .909
KP7 .906

Extraction Method:
Principal Component
Analysis.

a. 1 components extracted.
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Lampiran 12. Variabel HP (Penghargaan)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .750
Bartlett's Test of Sphericity Approx. Chi-Square 213.572
df 45
Sig. .000

Anti-image Matrices

HP1 HP2 HP3 HP4 HP5 HP6 HP7 HP8 HP9 HPI0

Anti-image HP1 563 .002 -.063 -029 .027 -002 .101 -106 .013 -.008
Covariance HP2 002 .096 -086 -020 -029 .054 -001 -058 .079 -.020
HP3  -063 -086 .108 .043 -009 -062 -031 .066 -078 .021
HP4  -029 -020 .043 .196 -.141 -060 -072 .022 -004 .023
HP5  .027 -029 -009 -141 .185 -007 .061 -.013 -034 .003
HP6  -002 .054 -062 -060 -007 .486 -.106 .026 .019 -.103
HP7  .101 -001 -031 -072 .061 -106 .216 -104 -042 .096
HP8  -106 -058 .066 .022 -013 .026 -104 .178 -080 -.083
HP9  .013 .079 -078 -004 -034 .019 -042 -080 .241 -.137
HP10 -008 -020 .021 .023 .003 -103 .096 -.083 -.137 .443
Anti-image HP1  .840° .010 -256 -087 .083 -004 .290 -.334 .037 -.015
Correlation HP2  .010 .698% -841 -146 -215 252 -007 -444 517 -.099
HP3  -256 -841 .663* .292 -061 -269 -202 .477 -480 .097
HP4  -087 -146 .292 .752*° -742 -195 -349 118 -020 .077
HP5  .083 -215 -061 -742 .793* -024 .306 -071 -.160 .010
HP6  -.004 .252 -269 -.195 -024 .844® -327 089 .054 -.222
HP7 290 -007 -202 -349 306 -327 .773% -529 -184 311
HP8  -334 -444 477 118 -071 .089 -529 .740° -389 -.295
HP9  .037 517 -480 -020 -160 .054 -184 -389 .747% -419

HP10 -.015 -.099 .097 .077 .010 -222 311 -295 -419 .774%

a. Measures of Sampling Adequacy (MSA)
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Communalities

Initial Extraction
HP1 1.000 .343
HP2 1.000 .672
HP3 1.000 .638
HP4 1.000 .574
HP5 1.000 .633
HP6 1.000 439
HP7 1.000 .666
HP8 1.000 .697
HP9 1.000 .589
HP10 1.000 .329

Extraction Method: Principal Component

Analysis.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
% of Cumulative % of
Component Total Variance % Total Variance Cumulative %
1 5.579 55.794 55.794 5.579 55.794 55.794
2 1.218 12.183 67.977
3 1.017 10.167 78.145
4 .650 6.505 84.650
5 .514 5.142 89.792
6 .453 4.533 94.325
7 .281 2.813 97.138
8 .149 1.488 98.626
9 .092 915 99.542
10 .046 .458 100.000

Extraction Method: Principal Component Analysis.
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Component Matrix?

Component
1
HP1 .686
HP2 .820
HP3 .799
HP4 757
HP5 .795
HP6 .663
HP7 .816
HP8 .835
HP9 .768
HP10 .674

Extraction Method: Principal

Component Analysis.

a. 1 components extracted.
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Lampiran 13. Variabel K (Kesejahteraan)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 671
Bartlett's Test of Sphericity Approx. Chi-Square 601.925
df 190
Sig. .000

Anti-image Matrices

K1 K2 K3 K4 K5 K6 K7 K8 K9 K10 K11 K12 K13 K14 K15 K16 K17 K18 K19 K20

Anti- K1 .06 - .03 .00 - - .02 .03 - - .05 - - - - .03 - .03 - .00
image 3 .02 5 4 .03 .02 6 1 .05 .02 7 01 .00 .01 .03 5 .05 7 .02 1
Covarian 2 1 8 5 1 4 5 0 4 3 7

ce K2 - .06 - - - .02 - - .00 .03 - - 01 - 01 - .00 - .02 .00

.02 6 .03 .04 .01 5 .05 .00 1 9 .02 .03 4 .01 3 .01 8 .01 9 8

K3 .03 - .04 .03 - - .04 01 = - .03 .01 - .00 - .03 - .02 - -

K4 .00 - .03 .15 .01 - .02 - - - .01 .06 - .02 - .04 - .01 - -

.03 .01 .00 1 5 9 7 .02 9 .00 .03 9 .01 9 9 .02 8 .02 5 .01

K6 - .02 = - .00 .02 = - .02 .02 = - | .01 - .02 - .03 - .02 .00

.02 5 .03 .02 9 6 .03 .01 5 7 02 .01 3 .00 3 .02 7 .02 4 4

K7 .02 - .04 .02 .00 - 12 .00 - - .03 .03 - .02 .00 .00 - .01 - -

K8 .03 - .01 P - - .00 .04 - - .02 - .00 - - .02 - .03 - .01

K9 - .00 - - .03 .02 - -] 20| .01 - .01 .00 .01 .05 - .04 - .01 -

.05 1 .02 .01 9 5 .00 .04 0 3 .05 7 6 3 2 .05 2 .04 9 .00
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1 0 1 5 5 4 3 4 5 4 4 0

K1 .05 - 03 .01 5 - .03 .02 - - 10 - .00 - - .03 - .03 - o1

1 7 02 9 4 03 02 0O 7 05 02 8 04 6 02 04 7 04 4 04 5
6 0o 9 2 3 0 4 2 6 0

K1 - - 01 .06 .02 - .03 - o1 - - - .03 - 01 .01 - - .00

K1 - .01 - - - .01 - .00 .00 .01 .00 - .03 - .00 - .02 - - .03

K1 - - .00 .02 .01 - .02 - .01 - - .03 - .03 .00 - - - .01 -

K1 - .01 - - .01 .02 .00 - .05 .01 = - .00 .00 .07 - .03 - .02 .00

4 9 4 6 2 6 9 8
K1 .03 - .03 .04 4 - .00 .02 o - .03 .01 9 - - .07 - .03 - .01
6 5 .01 0 2 .02 .02 7 4 05 .03 7 7 01 .00 .05 2 .02 1 .02 0
7 0 2 2 4 3 5 9 7 4
K1 - .00 = - .03 .03 - - .04 .00 - .01 .02 - .03 - .23 - .02 03

K1 .03 - .02 .01 S - .01 .03 - - .03 - - - - .03 - .04 - -

K1 - .02 - - .01 .02 - - .01 .03 - - - .01 .02 - .02 - .08 -

7 9 6 6 7 0 0 9 4 1 0
K2 .00 .00 - - - .00 - .01 - - .01 .00 .03 - .00 .01 .03 - - 12
0 1 8 .00 .01 .01 4 .02 0 .00 .03 5 3 3 .03 1 0 3 .00 .05 6
5 2 5 6 7 0 7 9 0
Anti- K1 61 - 64 .04 - - .29 59 - - .69 - - - - 51 - .66 - .01
image 7" .33 2 4 66 .68 2 2 69 .30 3 .16 .10 .19 51 9 44 7 .38 3
Correlati 7 1 9 6 1 1 7 1 0 3 5
on K2 - 74 - - - 60 - - .01 54 - - .30 - .18 - .06 - .39 .09

.33 9° 68 40 25 7 62 .02 3 7 30 .39 5 .18 7 24 3 21 7 2
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K1 51 - b1 .39 - - .06 .43 - - 41 19 - - - .64 - 52 - .10

6 9 24 6 9 39 51 9 1 61 .45 7 3 .27 08 83 7?21 8 31 8
5 8 1 4 8 4 6 4 0 9

K1 - .06 = - 42 48 - - .27 01 - .10 .29 - .24 - .70 - .19 19

3 5 4 0 3 2 1 0 2
K1 .66 - 54 16 > - .21 70 - - 47 - - - - B2 - .60 - 7
8 7 21 3 1 61 68 9 2 62 06 8 01 16 19 65 8 .60 7% 49 12
5 3 1 7 8 1 9 4 1 2 8 2
K1 - .39 - - .29 52 - - .21 44 e - - .33 27 - .19 - .73 -

5 3 4 8 6 0 7 5 9 8 3

K2 .01 .09 - - - .07 - 12 - - 12 02 53 - .01 10 19 - - .83

0 3 2 07 .08 .23 5 .20 9 .06 .30 7 3 2 52 5 8 6 12 .49 42
0 4 4 3 1 4 8 2 3

a. Measures of Sampling Adequacy(MSA)
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Communalities

Initial

Extraction

K1
K2
K3
K4
K5
K6
K7
K8
K9
K10
K11
K12
K13
K14
K15
K16
K17
K18
K19
K20

1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000
1.000

661
720
629
636
741
543
649
778
611
413
544
365
542
444
566
579
428
614
652
541

Extraction Method: Principal Component Analysis.
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Total Variance Explained

Initial Eigenvalues
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Extraction Sums of Squared Loadings

% of Cumulative % of

Component Total Variance % Total Variance Cumulative %
1 11.657 58.284 58.284 11.657 58.284 58.284
2 1.849 9.243 67.527

3 1.232 6.160 73.688

4 .997 4.986 78.674

5 .807 4.035 82.709

6 .643 3.217 85.926

7 .546 2.730 88.656

8 .532 2.662 91.318

9 .324 1.618 92.935

10 .306 1.530 94.465

11 277 1.385 95.850

12 .225 1.126 96.976

13 .182 911 97.887

14 .154 772 98.659

15 .087 434 99.093

16 .076 .381 99.474

17 .054 272 99.745

18 .032 .158 99.904

19 .012 .059 99.963

20 .007 .037 100.000

Extraction Method: Principal Component Analysis.
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Component Matrix®

Component
1
K1 .813
K2 .849
K3 .793
K4 797
K5 .861
K6 737
K7 .806
K8 .882
K9 .782
K10 .642
K11 737
K12 .605
K13 .736
K14 .667
K15 .753
K16 .761
K17 .654
K18 .783
K19 .807
K20 .736

Extraction Method: Principal

Component Analysis.

a. 1 components extracted.

44
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Lampiran 14. Reliability VVariabel PS (Praktek SDM)

Case Processing Summary

N %

Cases Valid 30 100.0
Excluded® 0 .0

Total 30 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.975 14

Lampiran 15. Reliability VVariabel KP (Kinerja Karyawan)

Case Processing Summary

N %

Cases Valid 30 100.0
Excluded® 0 .0

Total 30 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics
Cronbach's Alpha N of Items
.951 7

Lampiran 16. Reliability VVariabel HP (Penghargaan)

Case Processing Summary

N %

Cases Valid 30 100.0
Excluded® 0 .0

Total 30 100.0

a. Listwise deletion based on all variables in the

procedure.
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Reliability Statistics
Cronbach's Alpha N of Items
.907 10

Lampiran 17. Reliability Variabel K (Kesejahteraan)
Case Processing Summary

N %

Cases Valid 30 100.0
Excluded® 0 .0

Total 30 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.961 20
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Lampiran 18. Data Perhitungan Construct Reliability dan Variance

Extracted

0.a3s
0.48
0.27
\\\9
0.
0.44 1‘_\-\_\_\_‘_0
0.43 -0
0.
0.28 K10 0.€
0.52 K11
0.40

o
s
o

a
s
1 s h
Al A [o]
: S| & =

fel

o
o
-

o
s
-1

o
e
o

o.

-
=}

o.42

0.44

Chi-Square=208_00, d4£=170,

[1]
=

K19

20

0. 25— HP1
0,48 HP2
0. 25— HP3
0. 47— HP4
0.a7—= HPS
0. 51— HF&
0.51— = HP7T
0. 50— HP8
0. 37— HPS
o_sa—*=1 HPI10

Chi-3quare=€4.4€, d4£=35,

E-wvalue=0_001T7&,

7

S

c.o-0o e o 8,00

P-value=0.00000, BM3EA=0}.052

BM3EA=0.052
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0. gz EP1

0. az—i= KBz

0.
0.
0. gq—= EB3 -
0.
1.00
0.
0. 28—t HP4 /
0.
,/D'
0. 3= KEP3
0.
0. 25—t KP& /
0. gz KEPT
Chi-Sgquare=54_7%, df=1ld, P-wvalue=D.00000, RMIEA=0. 08
0-40
0-22
O-Q:z
0
0.a7
\_\0_
0.
0.29 -
. 1.00
0.75
0.44 £57 ‘__~—-0
/0.
0.40 =]
0.
s
0.
0.45 4

0.24

o oo
5 S Sm
-1

W

0.40 P311

0.4l E312

0.4z E312

0.28 P3l4

Chi-Jguare=111.24, d4df=77, P-value=0.00€50, BHSEA=0.02%
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Lampiran 19. Output Analisa SEM Lisrel Standarized
Solution

=)
'
ks

o
w
Iy

o =)
s 0
b3 W

=
o
=

i
N\

=
e
a,

Chi-3quare=1€15.21,

df=1215,

E-value=0_00000, RM3EA=0.033
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Lampiran 20. Data Perhitungan Contruct Reliability dan Variance

Extracted
S0 Erro | X Faktor UL % (FaZIitor
Variable Indikator Lozdin b Loading Loaging) Error CR Loading VE
)2

PS1 0.770 0.4

PS2 0.820 | 0.33

PS3 0.760 | 0.42

PS4 0.770 0.4

PS5 0.790 | 0.38

PS6 0.780 | 0.39

PS7 0.750 | 0.44 0.955 0.58532
SDM 558 0770 041 10.89 | 118.5921 | 554 | __ 7 7.82 9341

PS9 0.750 | 0.44

PS10 0.810 | 0.34

PS11 0.780 | 0.39

pPS12 0.770 0.4

PS13 0.780 | 0.42

PS14 0.790 | 0.38

KP1 0.73 | 0.46

KP2 077 | 0.4
Kinerja Kp? 079 <11 996 0.838 0.56579
Karyawan KP4 0.78 | 0.39 3.01 9.0601 174 | Sooq | 22673 5429

KPS 0.72 | 0.49

KP6 0.78 | 0.39

KP7 0.75 | 0.44

HP1 0.710 0.5

HP2 0.720 | 0.48

HP3 0.710 0.5

HP4 0.720 | 0.49
Penghargaan gig 8;38 g:g 7.14 50.9796 4,93 ?331191 4.61 0:::’320

HP7 0.700 | 0.51

HP8 0.710 0.5

HP9 0.730 | 0.46

HP10 0.700 | 0.51
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K1 0.770 | 0.41
K2 0.720 | 0.49
K3 0.750 | 0.43
K4 0.740 | 0.45
K5 0.780 | 0.39
K6 0.720 | 0.48
K7 0.790 | 0.37
K8 0.740 | 0.45
K9 0.760 | 0.43

0.963 0.45751
Kesejahteraan K10 0.790 | 038 15.03 225.9009 8.66 08 7.30 5849
K1l 0.690 | 0.52

K12 0.770 | 04
K13 0.740 | 0.45
K14 0.790 | 0.37
K15 0.730 | 0.47
K16 0.750 | 0.44
K17 0.730 | 0.46
K18 0.770 | 0.4
K19 0.750 | 0.43
K20 0.750 | 0.44
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Lampiran 21. Gambar Diagram T-Value

a.o8
S.€8

5.8
B.41

Chi-Square=l1€15.21, d4f=1215, P-walue==0_00000, RM3EAZ=0.023

.05

.08

.74

.58

.71

=
=
.

=)

e

.15

Fi0 =11 .28

K11 =e11.80

.85

.E7

o
-1
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Lampiran 22. Hasil Analisa Goodness of Fit
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Group Indicator Value Keterangan

Degree of Freedom 1219
Minimum Fit Function Chi Square 1712.19

1 Normal Theory WLS Chi Square 1615.21 Margin Fit
NCP 396.21
Confidence Interval 295.20; 504.90
RMSEA 0.0033

2 Confidence Interval 0.029; 0.37 Good Fit
P Value 1.00
ECVI Model 6.14

3 ECVI Saturated 8.90 Good Fit
ECVI Independence 262.58
Model AIC 1829.21
Saturated AIC 2652.00

4 Independence AIC 78247.99 Good Fit
Model CAIC 2332.16
Saturated CAIC 8884.79
Independence CAIC 78487.71
NFI 0.98
NNFI 0.99

5 PNFI Fo4 Goof Fit
CFlI 0.99
IFI 0.99
RFI 0.98

6 Critical N 233.67 Margin Fit
RMR 0.033
SRMR 0.070

7 GFI 0.82 Margin Fit
AGFI 0.87
PGFI 0.76
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Lampiran 23. Uji Plagiatisme
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TINJAUAN PUSTARA
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HIPOTESIS HURUNGAN ANTAR VARIABEL
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INTRODUCTION

The impact of the human resource
(HR) practice dimension on
employee performance has attracted
a lot of attention in the human
resource  management  (HRM)
literature over the past 25 years (Van
De Voorde and Beijer, 2015). In the
last two decades, many researchers
have begun to focus directly on
results that point to employees such
as employee weifare, as well as lo
take a closer look at what effects HR
practices have on employee welfare
(Jlang et al,, 2012). Much has also
been studied regarding the role of
employee welfare as a mechanism
by which HR practices affect
employee performance  (Fisher,
2010; Van De Voorde and Beijer,
2015). To produce increased
and the role of

is needed, where prosperity is the
result of mediation between human
resource practices (Khoreva &
Wechtler, 2018).

This analysis reveals that there are
large differences in human resource
practice criteria and some similarities
between countries related to human
resource  management  (HRM)
practices affecting the quality of
employee job performance and
rewards are needed to improve
employee performance. (Karami,
2013). How a company can maintain
a declining employee performance
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requires good HR management and
practices good, so that HR practices
can benefit employee performance
and employee welfare. Meanwhile,
other dimensions of employee
welfare provide results that call for
possible complex trade-off patterns
between HRM, different dimensions
of employee welfare, and employee
performance (Boxall et al, 2016;
Peccei et al., 2013).

Currently, quality human resource
(HR) practices are needed to
influence the gquality of employee
performance. Apart from investing
heavily in the provision of wages and
salaries, the company also made
major investments in the recruitment
of human resources(Byars et al,
2004). For this reason, management
must create a career path for all
employees and HR human resource
practices(Jyoi & Ranl, 2015).
Human resource (HR) management
practices are thought 1o be a source
of continuing competitive advantage
in employee work. Therefore, it can
be believed that placing a balance
between intrinsic and exirinsic
motivation can lead to satisfaction
resulting In  higher employee
performance. (Janssen & Yperen,
2004), Welfare indirectly affects
employee productivity at work
{Mirabito & Berry, 2015),

Human resource (HR) practices can
also provide motivation and provide
opportunities to improve abilities
(Jiang et al, 2012), this study
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focuses on dimensions such as
employee psychological, physical,
and social well-being (Gardner et al.,
2011) as well as qiving awards for
employee performance can provide
employee welfare (Grant et al,, 2007)
To improve empioyee weifare in
human resource practices, there are
frequent exchanges in various
dimensions of employee welfare,
where one aspect of employee
welfare will increase and another
aspect of employee weifare will
decrease. (Grant et al., 2007), Many
of the workforces continue to
experience changes o become more
modern, this makes the dynamics in
human resource practice whose
work is considerad more challenging
if given an award, (Indrayanti, 2019),

Empirical evidence regarding the
trilateral relationship between HRM,
employee welfare, and employee
performance shows that HRM has a
positive effect on various dimensions
of employee performance because it
creates a positive effect on employee
happiness (Devonish, 2013; Jiang et
al., 2012; Van De Voorde et al,, 2012
). However, several studies have
shown that HR practices can lead to
higher levels of stress, fatigue, and
work  intensification, which are
elements that harm the physical well-
being of (Alfes et al,
2012). Khoreva & Wechtler (2018)
describe the relationship between
human resource (HR) practices on
employee performance and the role
of welfare mediation on human
resource (HR) practices and well-
being that were studied in
professional service companies in
Finland. WhileKarami (2013)
explained that the need for rewards
to improve welfare and improve
employee performance. This
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research gap with previous research
Khoreva & Wechtler (2018);
BSPawar et al. (2016), namely that
the previous researchers did not
include the reward variable which is
a moderating variable of well-being,
be it emotional well-being,
psychological well-being, social
welfare, and spiritual well-being,
another difference this research was
conducted on various industrial
manufacturing companies located in
the industrial and warehousing areas
in Tangerang. , Indonesia,

The urgency of this research is to be
able to contribute to the development
of human resources (HR) in
manufacturing companies in the
Warehousing Industry Complex in
Tangerang, Indonesia. Besides, it is

to further validate
pravious studies using multi-source
data based on assessments from
different perspectives. However, in
this study, the researchers
conducted a purposive sampling
method for employees to delermine
the extent of the impact of awarding
on employee wellare during the
current COVID-19 pandemic in
Indonesia. while the purpose of this
study is to see the extent of the role
of influence giving rewards to welfare
as amaterial to improve the quality of
performance. Meanwhile, the
research location 1S in a company
within the Industrial and
Warehousing Area in Tangerang,
Indonesia. Hopefully, this research

can provide input to company
leaders and  contribute o
organizational management

scholarly and provide positive
managerial implications for
companies in the Tangerang
Regency of Indonesia, especially
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those in Industrial Estates and
Warehousing.

HYPOTHESIS DEVELOPMENT
Relationship between Human
Resources (HR) Prakti and
Employee Performance

The importance of the role of the
performance of human resource
(HR) practices within the company
can provide positive results on the
performance of employees in doing
their jobs, so that the impact of good
human resource practices will result
in effective and efficient worker
performance so that they can be fully
involved in their work, by because it
is also the very necessary practice of
human resources (HR) to influence
the quality of performance
(Smeenk, Teelken, Eisinga, et al,
2008) Human resource (HR)
practices As a single practice,
training and employee development
and participation also have a positive
direct effect on employee
performance. (Indrayanti,
2019)Therefore, when employees
use different dimensions of human
resource (HR) practice, they are
expected 1o show that their
performance has improved.

The relationship between the two
variables above can also be
explained by the tendency of human
resource (HR) practices to make a
major contribution to employee
performance, so the  initial
hypothesis is proposed as follows!
H1: Human resource practices
improve employee performance

The relationship between human
resource (HR) practices and
employee welfare
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The relationship between human
resource (HR) practices and welfare
needs to be done by giving greater
attention to employee welfare.
Psychological and physical well-
being can increase employee
performance improvement(Sainaghi,
2010). Indeed, when employees
work in a friendly, stress-free, and
physically safe environment, they are
doing their job better (Khan et al,
2013). So that to produce physically
and socially prosperous employees,
it can be seen from how the
mediation of the relationship
between human resource practices
and the workability of
employees(Jonge et al., 2000), the
practice of human resources (HR)
will and have good performance, it
must prioritize social welfare among
employees, by making the work
environment more comfortable so
that it can result in the development
of employees to achieve the potential
of employees and the organization
(Tehrani et al.,, 2007) so that From
the results of human resource
practice, the initial hypothesis can be
stated as follows:

H2: Human resource (HR) practices
have a positive effect on employee
welfare

Relationship between Employee

Welfare and Performance
The effacts of the work environment,
employee personality, and

psychological climate at work are
often seen based on job happiness
and satisfaction, affective
commitment, and employee moods
in the workplace. (Gibbons & Fish,
1989), Employee welfare is essential
for linking the different dimensions of
human resource (HR) practices and
employee outcomes(Jiang et al,
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2012). That the more employees
who use different dimensions of
human resource (HR) practice, the
more they will feel valued and
considered by the organization,
(Khoreva & Wechtler, 2018),
Because they feel they have been
treated well 5o that they will think that
they are prosperous, and the more
the employee's performance is given
psychological and social welfare,
and the more innovative they are,
however, in line with the social
exchange perspective journey, it will
cause high work pressure, stress,
fatigue, and intensification of work
leading to decreased physical well-
being. So further research is
proposed the Initial hypothesis as
follows:

H3: Welfare has a positive effect on
employee performance

Indirect Relationship Between HR
Variables and Employee
Performance through Welfare
Variables

Weli, welfare Psychologically and
physically can improve employee
performance (Saks, 2006). Indeed,
when employees work in good HR
practices, in a friendly, stress-free,
and physically safe environment,
they do their job better (Currie,
2001). Besides, HR Praclices also
provide high-performance
improvements o employees if the
welfare obtained is also high for
employees, so that it has a high
influence on performance.
With the impact of good HR practices
and the provision of guarantees to
empioyees regarding their welfare,
the employee’s performance will be
high so that the company benefits
from the high performance of the
employees.
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Our findings support the idea that the
use of multiple HR practices and
employee performance benefits and
one type of employee welfare while
detrimental to another type of
employee well-being. According to
Peccei (2004) that strategic HRM
has a positive effect on employee
performance but affects employee
welfare. Overall, we expect that
employee psychological and
physical well-being is related to the
perceived use of HR practices and
employee performance. Therefore,
the hypothesis can be proposed as
follows:

H4: HR Practices have a positive
effect on Employee Performance
through Welfare Variables.

Award Relationship

Awards are believed to have a
positive influence on employee
welfare and indirectly create physical
and social well-being, during work
welfare is very important, especially
in career advancement, this can
increase self-esteem, power, and
social position because work is a
form of appreciation. (Wrzesniewski
& Gamst, 2002), by giving rewards to
employees to increase motivation
and morale, and increase employee
loyalty to the company.

Giving awards to empioyees will
have a positive impact on employee
performance in doing their work, this
is also conveyed by (Indrayanti,
2019) employee performance will
change to become more modem and
more challenging if employees are
rewarded. The same words were
also uttered by (Imanullah Putra et al,
2018) regarding Giving awards to
employees positively affecting the
welfare of employees, both directly
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and indirectly. Giving rewards
positively affects the physical well-
being of em and social

(Sainaghi, 2010 & Jonge et al,
2000), and employee performance
will significantly ncrease
(Wrzesniewski & Gamst, 2002).
Based on this, regarding the reward
variable, the hypothesis in this study
is obtained as follows:

H5: Rewards will mprove the
relationship between employee
welfare and employee performance.

Based on the hypothetical framework
above, the research model can be
described in Figure 1 below:

o Bewarrem "
S

Figure 1: Research Model Framework

METHOD
Collecting data in this study using a
survey method by distributing
questionnaires directly,
Measurements were made with a
Likert scale with a scale of 1-7 (1 =
disagree and 7 = agree) Reward
variable measurement (Reward) Is
adopted from (Saks, 2006) which
consists of 10 questions. Variable
Welfare (Well-Being) adopted from
(Grant, Christianson, & Price, 2007)
consists of 16 questions. HR
Practices variables adopted from
(Tharenou et al., 2007) consist of 13
questions. Job Performance
Variables are adopted from (Janssen
& Yperen, 2004; Fu, Flood, Bosak,
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Morris, & O'Regan, 2015) consists of
6 questions. The total measurement
is 50 questions. Respondents of this
study were conducted randomly
(random sampling) and were taken
from employees who were in the
Industrial and Warehousing Areas in
Tangerang Regency, Indonesia. The
sample criteria were staff employees
to managers. This Is done to see
whether the employees whose
companies are located In the
Industrial and Warehousing Area in
Tangerang Regency are already
prosperous by being given work
awards from their organizations. The
dala collection technique begins with
distributing pre-test questionnaires to
30 raspondents.

The research was conducted in a
quantitative  study using the
Structural Equation Model (SEM)
method, and processing and
analyzing data using SPSS 23 and
Lisrel 88 software. Based on the
results of pre-test data processing,
the study conducted a factor analysis
to test the validity and reliability with
SPSS. The validity test was carried
out by looking at the Kaiser-Mayer-
Olkin (KMO) measurement value
and the Measure of Sampling
Adequacy (MSA). KMO and MSA
values must be greater than 0.5,
which means that the factor analysis
is appropriats, Reliability test using
Cronbach's Alpha measurement.
The more Cronbach's Alpha value is
closer to 1, the better (Hair et al,,
2014). After analyzing the results of
the pre-test, the 50 questions that
were deciared valid to be used as a
questionnaire in this study were 48
questions, (Hamdollah & Baghaei,
2016) Then the number of samples
in this study was 250 people, taking
into account the reserve if there was
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unsuitability in filling out the
questionnaire.

RESULT AND DISCUSSION
Respondents of this study were
employees who  worked in
companies domiciled In Industrial
and Warehousing Areas in
Tangerang Regency, as many as
294 respondents with different levels
of positions, managers consisted of
23.6% of respondents, Supervisors
consisted of 20.6% of respondents,
Staff consisted of from 53.6% of
respondents, Office boy as much as
16% of respondents. For S2
respondents as much as 7.3% of
respondents, S1 as much as 59.6%
of respondents, High School 3.3% of
respondents.

Descriptive Analysis

Based on Table 4.1, it can be seen
that the majority are male (59.87%)
and the rest are female. Where 63.5
percent of them have taken
undergraduate education (S1), 29.1
percent's are high school and the
rest are Sirata 2 (S2). As for the age
range, if sorted from the large
portion, 29.77 percent were between
25 and less than 30 years old, 26.09
percent were 20 to less than 25 years
old. In terms of structural positions,
the majonty have positions as staff
(55.18%), manager (23.75%), and
SPV (20.74%).

Statistical Analysis

In this study, the first 30 respondents
will test the validity and refiability. If
the data is declared valid and
reliable, then the data will be used
and added 269 respondents followed
by the confirmatory factor analysis
test to path analysis in determining
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the direct and indirect relationship in
this research model.

Validity test

A varlable is declared valid if it has a
KMO value> 005 and Factor
loading> 0.6. in this study, tests were
camied out on 30 respondents first
and the outpul results are
summarized in Table 4.2. It can be
seen that the Indicators for each
variable meet the requirements of
the validity test where the KMO value
is> 0.5 and Factor Loading> 0.6, so
it can be concluded that no indication
will be taken out and the indicator is
declared valid.

Reliability Test

Appendix Table 4.3 shows that each
variable has a Cronbach Alpha value
greater than 06, and it can be
concluded that all variables in this
study are declared reliable.

Model Fit Test (Goodness of Fit)
The results of the fittest for the entire
maodel in this study are described as
follows:

Chi-Square and p-value

It can be seen in the Lisrel output,
that the chi-square value is 1615.21
with a p-value of 0.00 which indicates
that the model is poor (poor fit)
because the chi-square is higher
than the chi-square table (df = 207)
and the p-value is smaller than 0,05.

Root Mean Square Error of
Approximation (RMSEA).

The RMSEA value of 0.03 indicates
that the model is good (Good Fit)
because it meets the requirements
which are not greater than 0.08 (<
0.08),
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Non-Normed Fit Index (NNF1)

The NNFI value ranges from O to 1,
where the higher the resulting value,
the better the model used. In this
case, the NNFI value is 0.99, which
means that the model Is good 10 use
(good fit).

Normed Fit Index (NFI)

The NFI value is 0.98, which can be
concluded that the model is declared
good (good fit).

Parsimony Normed Fit Index
(PNF1)

The PNFI requirements also get a
value of 0.94 (2 0.90), or higher than
the standard value required so that
this result explains that the model is
fit for use (good fit)

Comparative Fit Index (CFl)

In the terms of the CFI, the score is
0.99 (= 0,90), or higher than the
standard value required so that this
result explains that the model s fit for

use (good fit)

Incremental Fit Index (IF1)

I value is declared a good fitif =2 0.90,
where the output of Lisrel shows a
value of 0.99 or higher than the
required standard value so that this
result explains that the mode! is
feasible 1o use.

Relative Fit Index (RFI)

The RFI! value is 0.98 (2 0.90), which
can be concluded that the model is
declared feasible (good fit).

The goodness of Fit Index (GFl)
The GFI value is 0.80, which can be
concluded that the model is declared
marginal fit because the value is
between the requirements 2 0.80 and
<0.90.
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Adjusted Goodness of Fit (AGFI)
The AGFI value is 0.81 {z 0.90),
which can be concluded that the
model s declared marginal fit
because it is in between 2 0.80 and
<0.90.

Parsimony Goodness of Fit (PGFI)
The PGFI value is 0.76 (= 0.90),
which can be concluded that the
model is declared not feasible (poor
fit) because it is below the marginal
fit, which is at least 0.8.

Based on the results of the fittest
above, 7 criteria are declared good
fit, and 2 criteria meet marginal fit,
which means that the model can be
continued for structural testing
because it has been dedared fit or fit.

Coefficient of Determination (R-
Square)

The coefficient of determination or R-
Square can be interpreted as how
much the dependent variable is
represented by the vanation of the
independent variable in the research
model.

It can be seen that the R-square
value of KP is 0.82, which means that
the employee performance variable
(KP) is represented by 82% by
variations in HR, Rewards, and
Welfare, and the remaining 18% is
represented by variations in other
vanables. For Waeifare (K), the R-
square value is 0.36, which means
that this variable is represented by
36% by variations in HR, while the
remaining 64% is represented by
variations in other vanables

Structural Model Analysis
After analyzing the Confirmatory
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Table 4.6. Model Hypothesis Test
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Factor Analysis (CFA), the latent
score for each latent variable can be
measured. The next thing to do Is
interpret the model, The foilowing will
be presented the loading factor value
for the measurement modei of the
SEM confirmatory factor analysis as
shown in Figure 4.1, while the results
of the 2 T Value diagram show that
each loading factor has a value> 0.7
so that the latent variables are
represented by each indicator and to
find out the magnitude of influence
and significance.

Direct Relationship (Direct Effect)
and Indirect (Indirect Effect)

To see the magnitude of the
influence of each variable and how
significant the influence is, it can be
seen from the Coefficient and 1-Stat
values (> 1.97), summarized in Table
4.6,

In the structural model analysis, the
direct retationship between HR (PS)
and Employee Performance (KP),
there is a positive relationship of 0.20
and a significant effect on the t-stat
value of 308 (> 196). Thus,
hypothesis 1 can be accepted and
there is a significant Influence
between HR on  employee
performance. In the structural model
analysis, the direct relationship
between the HR variable (PS) and
Employee Welfare (K), there is a
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positive relationship of 0.60 and has
a significant effect on the t-stat value
of 9.63 (> 1.96). Thus. hypothesis 2
can be accepted and there is a
significant influence between HR and
Weitare. In the structural model
analysis, the direct relationship
between the Welfare (K) variable and
Employee Performance (KP), there
is a positive relationship of 0,27 and
has a significant effect on the t-stat
value of 587 (> 1. 96). Thus,
hypothesis 3 is accepted and there is
a significant influence between
welfare on employee performance.
In the structural mode! analysis, the
indirect relationship between the HR
variable (PS) on employee
performance (KP) through the
Welfare (K) variable, has a positive
relationship of 0.16 and has a
significant effect on the t-stat value of
5.37 (> 1.96). Thus, hypothesis 4 can
be accepled and there is a significant
influence between Human
Resources Practitioners on
employee performance through the
welfare variable. In the structural
model  analysis, the direct
relationship between the reward
vanable (HP) on employee
perfarmance (KP), there is a positive
relationship of 057 and has a
significant effect on the t-stat value of
8.41 (> 1.96).

DISCUSSION

This study intends to explore the
influence and linkages between
human resource practices, employee
welfare and employee performance
(Jiang et al,, 2012), Human resource
practice (HR), employee welfare (K),
and employee performance (KP) as
mediation moderated by Employee
Awards (HP). This test shows that
the practice of human resources
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(HR) has a positive effect on
improving employee performance
(KP). this can be confirmed
by(Kumiawan, 2012) The
development of human resource
practices has a concept for self-
development, training programs, and
career advancement fo meet
organizational needs for future skills
to build employee performance, to
achieve certain goals through the
communication process (Ruvendi,
2005; Mahampang, 2007).

These results indicate that Human
Resource (HR) Practices have a
positive Influence on employee
welfare (K), this is in line with
previous research., (Khoreva &
Wechtler, 2018); (Tehrani et al,
2007), Therefore, employees who
are fit and experience a level of
social well-being are more likely to
experience a sense of satisfaction
which enables them to achieve
evarything through innovative work
performance. Likewise, welfare can
increase self-confidence and can
encourage feelings of having the
ability to work better and effective
work performance (Bandura, 1989),
Finally, employee welfare can
encourage employees 1o survive
when facing difficult challenges at
work because it produces creative
and innovative performance and can
thus improve work performance and
foster their creativity in doing their

job.
The results of this study, the results
prove that Welfare (K) has a positive
effect on Employee Performance
(KP) there are many opinions
suggested that in research Human
Management and its
policies need to do a lot of greater
attention o be able to advance
employee welfare (Currie, 2001),
This opinion is also supported by the
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results of research conducted by Ans
Sugiharto  (2011) and Jaya
Bahwiyanti (2013) which state that
welfare has a positive and significant
effect on employee performance.
Human resources are one of the
main factors in determining the
success of a company, therefore
employees need to be managed to
stay productive. Employees who
have high loyalty and dedication and
have experience and potential In
their field of work are important
partners and are one of the factors
that support the company’s success
in running the company. To be able
1o retain employees, especially those
who have high achievement. One of
the ways that companies can do this
is by providing welfare to their
employees. The purpose of providing
welfare 1o employees is to help
employees meet their needs beyond
the need for fairness, physical needs
to increase employee commitment to
the company, improve performance,
reduce work turnover, and reduce
the disruption of demonstrations as a
very important factor in efforts to
increase company effectiveness
(Hariandja, 2002). Based on this
description, It can be seen that giving
welfare to employees fairly and
properly stimulates employees 1o
feel satisfied, comfortable, and
happy at work so that employees can
maximize the quality and quantity of
their work so that there is a mutually
beneficial reciprocal relationship
between the company and
employees.

Naxt, findings In this study it Is
proven that the structural model of
the indirect relationship between the
HR variable (PS) on employee
performance (KP) through the
Welfare variable (K) has a positive
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relationship and has a significant
effect. This result is in line with the
research. (Khoreva & Wechtler,
2018); (Peccel, 2004) which shows a
positive relationship and has a
significant effect between HR
practices on employee performance
and an indirect relationship through
welfare. This explains that there is a
relationship between HR practices,
employee welfare, and employee
performance. Our findings support
the notion that the use of multiple HR
practices on employee performance
with an indirect relationship of
employee well-being is  highly
correlated. The use of HR practices
is felt to increase well-being.
Furthermore, well-being strengthens
the relationship between the use of
HR skills practices and employee
performance. Therefore, both skill
and  opportunity-enhancing HR
practices lead to reduced job
pressure and mproved quality of
work-life for employees.

Furthermore, the results of this test
prove that the structural model has a
direct relationship between the
variable reward (HP) on employee
performance (KP). there s a positive
relationship and has a significant
effect Giving awards to employees
will have a positive impact on
employee performance in doing their
work, this is following the research

CONCLUSION AND
RECOMMENDATION

All of the hypotheses built in this
study state that Human Resource
(HR) Practices have a positive
influence on the increase in
employee performance (KP). Human
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(Indrayanti, 2019); Imanullah Putra
et al (2018); Sainaghi (2010), Jonge
et al. (2000), regarding the giving of
rewards to employees positively
affecting the welfare of employees,
both directly and Indirectly. Giving
rewards positively affects the welfare
of employees physically and socially
so that employee performance will
significantly increase (Wrzesniewski
& Gamst, 2002). In a company
condition, there 5 no increase In
salary or other benefits because
currently, the company is trying to
survive and keep hiring its
employees so that the awards given
to employees even though they are
of little value make employees feel
appreciated and cared for so that
employees have a  strong
commitment to the company and its
performance.

Finally, our results suggest that
employees' phy!;lcal well-being and
SORgra:

between perceived use of HR skills
practices and opportunity-enhancing
and job-performance roles and
psychological well-being are
fundamental elements in the
relationship between perceived use
of HR motivation. improve
practicality and innovative work
performance. This last finding

Resources (HR) practices have a
positive influence on employee
welfare (K). Welfare (K) has a
positive effect on Employee
Performance (KP). The indirect
relationship between the HR variable
(PS) on employee performance (KP)
through the Welfare (K) variable, has
a positive relationship and has a
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significant effect. There is a direct
relationship between the reward
variable (HP) on employee
performance (KP), there is a positive
relationship and has a significant
effect. All of these hypotheses are
following all previous studies. It can
be explained that good HR practices
will improve employee welfare and
performance because all aspects
related 1o good HR will provide
positive factors to employees.
Meanwhile, giving awards to
employees improves employee
performance, because rewards will
make employees feel valued
especially during the  difficult
conditions of the Covid epidemic.

This research has  several
managerial implications that are
important 1o carry out 10 improve
employee performance In  an
organization, namely: first,
considenng that HR Practices and
Rewards are proven lo have a big
role in an organization when good
HR practices have been created in
the company, employee welfare will
follow. Increasing, giving awards will
have an impact on employee

and more motivated to do their jobs
better so  that employees will
increase their work performance.
Second, when many employees are
prosperous towards themselves, the
employee's performance will
increase so that the organization
benefits from increased

performance,

This study has several limitations
and also shows some directions for
improvement in further research,
namely first, the research data is only

173

camed out in  one lconic
Multipurpose warehousing area. The
two further studies can be carried out
on  service companies and
manufacturing industry companies o
obtain more  objective  and
representative results with a broader
scope. Further research s
suggested lo add other variables that
are influenced by employee
performance and welfare. This s
because there are many other
variables related to employee
performance.
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