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Abstract 

This research aims to test and measure the influence of Occupational Safety and Health (OSH), wages, and 

workload on employee job satisfaction, both partially and simultaneously, and to identify the variable that has the 

most dominant influence on job satisfaction. The study was conducted on employees of PT Iskandar Indah Printing 

Textile Surakarta, focusing on all product department employees on Shift I (07:00-15:00 WIB), totaling 169 em-

ployees. A sample of 68 employees, representing 40% of the population, was selected using random sampling. 

The results show that, partially, OSH and wages positively affect job satisfaction, while workload negatively im-

pacts it. Simultaneously, OSH, wages, and workload collectively influence job satisfaction. Among these factors, 

wages have the most dominant effect on employee job satisfaction. The study concludes that OSH, wages, and 

workload explain 87.10% of the variation in employee job satisfaction, with the remaining 12.90% accounted for 

by other variables not included in this research model. These findings highlight the importance of implementing 

robust OSH practices, ensuring fair wages, and managing workload to enhance employee satisfaction. The insights 

provided can assist management at PT Iskandar Indah Printing Textile and similar organizations in improving 

employee well-being and job satisfaction. 
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Introduction 

Human resources (HR) serve as the primary driv-

ing force behind a company's operations, playing a cru-

cial role in achieving its vision and goals. Effective HR 

management is essential for fostering the best contribu-

tions from employees. Job satisfaction among employ-

ees is particularly significant, as it directly influences 

the organization's overall performance. When employ-

ees experience fulfillment in their work, it indicates a 

positive attitude towards their tasks and work environ-

ment, reflecting high job satisfaction (Wiliandari & Is-

rososiawan, 2015). Monitoring and maintaining job sat-

isfaction is vital for improving work quality and sup-

porting organizational sustainability. Various factors 

contribute to job satisfaction, such as compensation, 

workload, and occupational safety and health. The job 

itself, salary, job security, working conditions, promo-

tion opportunities, supervision, management, personal 

characteristics, facilities, commitment, and workload 

are all important elements influencing job satisfaction 

(Basak & Govender, 2015). Effective wage policies, in-

cluding appropriate amounts, structure, and timely pay-

ments, can boost employee morale and performance, 

thereby helping achieve the company's objectives (S. P. 

Hasibuan, 2016). 

Compensation plays a crucial role in employee 

performance and job satisfaction. Adequate compensa-

tion meets employees' needs and enhances their well-

being, whereas inadequate compensation can lead to 

decreased motivation and satisfaction. Research by 

Sylvia & Sitio (2019) indicates that salary positively 

impacts performance and satisfaction, while studies by 

Insan (2020) and Ikhwana (2023) suggest that salary 

does not significantly affect satisfaction. Workload also 

influences job satisfaction. A balanced workload helps 

improve work methods, while an imbalance can lead to 

boredom or fatigue. Srimarut & Mekhum (2020) found 

that workload is a predictor of job satisfaction, with 

positive coworker attitudes contributing to higher satis-

faction levels. Conversely, Sari & Rahyuda (2019) dis-

covered that excessive workload negatively affects sat-

isfaction. Workplace health and safety significantly im-

pact job satisfaction as well. Frequent workplace 

accidents can lower satisfaction, while effective safety 

programs boost enthusiasm, work harmony, and partic-

ipation, ultimately enhancing performance (Milawati et 

al., 2018; Kurniawan, 2016; Saputro & Prihatini, 2018). 

An initial survey revealed that PT Iskandar Indah 

Printing Textile Surakarta (PT Iskandartex), a textile 

company, faces several HR management challenges. Is-

sues such as excessive workloads, inadequate compen-

sation, and insufficient attention to employee safety and 

health from chemical exposure are prevalent. Address-

ing these issues is crucial for the well-being of employ-

ees and the long-term success of the company. The ob-

jectives of this study are: 1) to evaluate the impact of 

occupational health and safety (OHS), wages, and 

workload on employee job satisfaction, both individu-

ally and collectively, and 2) to identify the variables 

with the most significant influence on job satisfaction. 
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1. Satisfaction 

Job satisfaction is a critical aspect of organiza-

tional behavior that significantly influences both indi-

vidual performance and the overall effectiveness of an 

organization. It is defined as a positive emotional state 

resulting from the appraisal of one's job or job experi-

ences, reflecting employees' feelings and attitudes to-

wards their work and work environment (Luthans, 

2013; Robbins, 2015). Several dimensions contribute to 

job satisfaction, including the nature of the work, 

wages, opportunities for promotion, supervision, and 

relationships with co-workers (Tasios & Giannouli, 

2017). 

Research highlights the importance of proper 

safety measures and health protocols in the workplace, 

demonstrating that these factors lead to higher em-

ployee satisfaction and productivity. Occupational 

safety and health (OSH) initiatives not only prevent ac-

cidents and illnesses but also foster a sense of security 

and well-being among employees, contributing to their 

overall job satisfaction (Sutrisno, 2019). Furthermore, 

compensation plays a crucial role in job satisfaction. 

Fair and adequate compensation is perceived as a re-

flection of the organization's recognition of employees' 

efforts and contributions. Studies show that appropriate 

wage policies, including the amount, structure, and 

timely payment, significantly boost job satisfaction and 

employee performance (Sylvia & Sitio, 2019). In con-

trast, inadequate compensation can lead to dissatisfac-

tion, reduced motivation, and lower performance lev-

els. 

Workload is another essential factor affecting job 

satisfaction. An optimal workload can enhance job sat-

isfaction by allowing employees to utilize their skills 

and abilities effectively, leading to a sense of accom-

plishment and fulfillment. However, an excessive 

workload can cause stress, burnout, and dissatisfaction, 

while an insufficient workload can result in boredom 

and a lack of engagement (Srimarut & Mekhum, 2020). 

Balancing workload is therefore crucial to maintaining 

high levels of job satisfaction. Ensuring that employees 

have a manageable workload, receive fair compensa-

tion, and work in a safe and healthy environment are 

fundamental to fostering job satisfaction. This holistic 

approach to managing job satisfaction highlights the in-

terconnectedness of various factors and underscores the 

need for comprehensive strategies to enhance employee 

well-being and organizational success. 

2. Occupational Safety and Health 

Occupational safety and health are critical compo-

nents in the workplace that ensure the well-being of em-

ployees and contribute significantly to overall job sat-

isfaction. According to Mangkunegara (2015), occupa-

tional safety refers to the condition of being safe while 

performing tasks, minimizing the risk of work acci-

dents that can result in permanent injuries and impair-

ments, which in turn cause losses to both workers and 

enterprises. Work safety encompasses conditions that 

protect employees from suffering damage or loss while 

at work. Ridley (2013) expands on this by stating that 

employment safety involves the safety of equipment, 

workplace environment, and work processes, aiming to 

guarantee both physical and spiritual well-being of 

workers, ultimately contributing to societal welfare. 

Buntarto (2015) adds that occupational safety is highly 

dependent on the type, form, and environment of the 

work being carried out. 

The goals of work safety, as outlined by Buntarto 

(2015), include protecting workers' rights to safety, en-

suring the safety of everyone in the workplace, and 

maintaining production resources efficiently and 

safely. Occupational health, on the other hand, is de-

scribed by Kuswara (2014) as a state where workers re-

main healthy, free from physical, mental, or emotional 

disturbances caused by their work environment. This 

includes preventing health issues that arise from the in-

teraction between workers and their environment. 

Buntarto (2015) further explains that work health aims 

at achieving the highest degree of health for working 

people, covering physical, spiritual, and social health, 

and preventing and treating work-related health disor-

ders. 

Mangkunegara (2015) concludes that occupa-

tional health is a condition free from physical, mental, 

emotional, and pain disturbances caused by the work 

environment. The aim is to achieve the highest health 

level for the working community. Jackson, Schuler, and 

Werner (2016) identify five dimensions of occupational 

safety and health: monitoring the level of occupational 

safety and health, accident prevention, disease preven-

tion, stress management, and health programs. These 

dimensions are crucial for maintaining a safe and 

healthy work environment. 

Monitoring occupational safety and health in-

volves archiving all accident data and employee health 

records, which are divided into incidence, frequency, 

and severity levels. These records help in calculating 

the number of accidents and illnesses, measuring their 

frequency per million working hours, and describing 

lost working hours due to accidents or illnesses. Acci-

dent prevention includes ergonomics, forming safety 

committees, changing employee behavior, and as-

sessing intervention effectiveness. Ergonomics im-

proves employee health and comfort, while safety com-

mittees identify safety and health issues. Behavior 

changes, like intensive health programs, are common in 

companies, and assessing intervention effectiveness 

helps avoid losses from accidents. 

Disease prevention is essential as employee illness 

can cause significant losses. Companies keep health 

records, supervise employees, and conduct genetic 

screenings. Stress management programs help employ-

ees handle job-related stress, contributing to overall oc-

cupational health and safety. 

3. Wages 
Wages are a critical factor influencing employee 

job satisfaction, defined comprehensively under vari-

ous regulations and theories. According to Law No. 13 

of 2003 concerning Employment, wages are the rights 

of workers/laborers received as compensation from em-

ployers, determined and paid according to work agree-

ments or legislation, including benefits for workers and 

their families for work performed. Government Regu-

lation No. 78 of 2015 further defines wages similarly, 
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emphasizing fair and appropriate remuneration for 

achieving organizational goals. 

Wages can be based on hours worked, the number 

of goods produced, or services provided (Rivai, 2015). 

Muchdarsyah Sinungan (2014) views wages as a reflec-

tion of national income, while Sadono Sukirno de-

scribes them as payments for physical services pro-

vided by workers to entrepreneurs. According to 

Malayu SP. Hasibuan (2016), wages are daily remuner-

ation paid based on an agreement. These definitions 

converge on the notion that wages are a remuneration 

for services rendered to the company, based on hours 

worked and product quantity, determined through an 

agreement between worker and employer. 

Wages are composed of various components: 

basic wages, fixed allowances, and non-fixed allow-

ances. Basic wages are the primary compensation paid 

according to the job level or type, while fixed allow-

ances are regular payments related to work given on a 

regular basis to workers and their families, such as 

child, health, and housing allowances. Non-fixed al-

lowances are irregular payments related to workers, not 

paid simultaneously with basic wages. Additionally, fa-

cilities, bonuses, holiday allowances, and other profit-

sharing mechanisms are provided to improve worker 

welfare and reward exceptional performance. 

Several factors influence wage levels, including 

private sector salaries, state financial conditions, cost of 

living, government regulations, national wealth, em-

ployee productivity, labor supply, working conditions, 

working hours, geographical differences, inflation, na-

tional income, market prices, and social and ethical val-

ues. For instance, wages tend to increase if the private 

sector raises wage levels, leading to a similar increase 

for civil servants. State financial stability, cost of liv-

ing, and government regulations also play crucial roles 

in determining wage levels. Furthermore, factors like 

employee productivity, labor supply, and working con-

ditions can significantly influence the wages offered. 

Higher productivity and challenging working condi-

tions typically command higher wages. Geographical 

differences and inflation also impact wage levels, with 

wealthier nations and inflationary conditions necessi-

tating higher wages to maintain purchasing power. Na-

tional income and market prices further dictate wage 

adjustments, while social and ethical values ensure that 

wages contribute to the general welfare and stability of 

society. 

Overall, fair and appropriate wages are essential 

for achieving high employee job satisfaction, fostering 

productivity, loyalty, and overall organizational suc-

cess. 

4. Workload 

Workload is a crucial factor in employee perfor-

mance and job satisfaction. It is defined as the amount 

of work assigned to or expected from a worker in a spe-

cific period (Gibson et al., 2017). The workload can 

significantly influence employees' physical and mental 

health. Excessive workload often leads to increased 

stress, reduced job satisfaction, and potential burnout. 

When employees are overwhelmed with tasks that ex-

ceed their capacity or must be completed in an unrea-

sonably short timeframe, it can result in physical and 

mental exhaustion, errors in work, and even long-term 

health issues such as cardiovascular problems (Munan-

dar, 2016). Conversely, an insufficient workload can 

also negatively impact employees. When there is not 

enough work to keep employees engaged, it can lead to 

boredom, decreased motivation, and feelings of un-

derutilization, which can also reduce job satisfaction 

and performance (Koesomowidjojo, 2017). 

Several factors contribute to workload, which can 

be categorized into internal and external factors. Inter-

nal factors include an individual's age, gender, health 

status, and personal motivation and perception. These 

factors determine how an individual responds to a given 

workload. External factors encompass the work envi-

ronment, physical tasks, and work organization. A con-

ducive work environment, with optimal lighting, tem-

perature, and minimal noise, can enhance employee 

comfort and productivity. Proper tools and equipment 

are essential to facilitate task completion. Additionally, 

a well-organized work schedule that includes adequate 

breaks and a fair distribution of tasks can help manage 

workload effectively (Koesomowidjojo, 2017). 

Workload indicators, such as working conditions, 

use of working time, and targets that must be achieved, 

help in assessing and managing workload. Ensuring 

that employees are well-versed with their tasks and 

have the necessary skills can minimize errors and en-

hance efficiency. Adherence to Standard Operating 

Procedures (SOPs) can streamline processes and reduce 

workload-related stress. Efficient use of working time, 

avoiding both excessive and insufficient workload, is 

critical for maintaining a balance that fosters job satis-

faction and productivity. Setting realistic targets and 

ensuring they align with the employees' capabilities and 

the time available can prevent overload and promote a 

healthy work environment (Koesomowidjojo, 2017). 

Thus, managing workload effectively is vital for 

enhancing employee job satisfaction and overall organ-

izational performance. By understanding and address-

ing the factors influencing workload, employers can 

create a work environment that supports employee 

well-being and productivity. 

Hypothesis 

A hypothesis is a provisional assertion or educated 

estimate as to the most likely response; study is still re-

quired to confirm it (Umar, 2013). The following is the 

formulation of the hypothesis in this writing: 

1. H1: There is a significant influence of Occu-

pational Safety and Health (OSH) on the job satisfac-

tion of PT employees. Iskandar Indah Printing Textile 

Surakarta. 

2. H2: There is a significant influence of wages 

on job satisfaction of PT employees. Iskandar Indah 

Printing Textile Surakarta. 

3. H3: There is a significant influence of organi-

zational workload on job satisfaction of PT employees. 

Iskandar Indah Printing Textile Surakarta. 

4. H4: There is a positive and significant interac-

tion simultaneously (together) between Occupational 

Safety and Health (OSH), Wages, and Workload on 

employee job satisfaction at PT. Iskandar Indah 

Printing Textile Surakarta. 

Research Framework 
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Research Method 

This study was conducted on employees of PT. Is-

kandar Indah Printing Textile Surakarta to investigate 

the relationship between Occupational Safety and 

Health (OSH), wages, workload, and job satisfaction. 

The research design includes both dependent and inde-

pendent variables, where job satisfaction is the depend-

ent variable, and OSH, wages, and workload are the in-

dependent variables. Data were collected from both pri-

mary sources, such as surveys and interviews with 

employees, and secondary sources, including company 

records and relevant literature. The population for this 

study consists of employees at PT. Iskandar Indah 

Printing Textile Surakarta, and a representative sample 

was selected to ensure the findings are generalizable. 

The research methodology involved quantitative analy-

sis to examine the data and identify significant correla-

tions between the variables. Through this approach, the 

study aims to provide actionable insights into how 

OSH, wages, and workload impact job satisfaction, 

thereby contributing to the improvement of workplace 

conditions and overall employee well-being. 

Analysis and Results 

Based on the data analysis, several tests were con-

ducted to determine the relationship between Occupa-

tional Safety and Health (OSH), wages, workload, and 

job satisfaction among employees at PT. Iskandar 

Indah Printing Textile Surakarta. 

Tabel 1 

 
 

Based on Table 1, the regression equation can be 

determined as follows: 

 

Y = 5,786 + 0,213 X1 + 0,357 X2-0,108 X3 + e 

 

From the equation above, it can be explained that: 

1. The constant value of 5.786 indicates that if 

the independent variables (occupational safety and 

health, wages, and workload) are zero, employee satis-

faction will be 5.786. 

2. The regression coefficient of the occupational 

safety and health variable (X1) of 0.213 indicates that 

if occupational safety and health are improved, em-

ployee satisfaction will increase by 0.213. 

3. The regression coefficient of the wage varia-

ble (X2) of 0.357 indicates that if wages increase, em-

ployee satisfaction will increase by 0.357. 

4. The regression coefficient of the workload 

variable (X3) is negative at 0.108, indicating that if the 

workload increases or increases, employee satisfaction 

will decrease by 0.108. 
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Tabel 2 

F Test Results 

 
 

Based on table 2. above obtained the F (F statistic) 

value of 151,245 with a significance p of 0,000. If seen 

from the significance value of 0.000 that is less than 

0.01 (α = 1 percent), then the regression equation is de-

clared significant which means that the three independ-

ent variables stimulatively influence employee job sat-

isfaction. 

Tabel 3 

T Test Results 

 
 

1. Testing the relationship between occupational 

safety and health variables and employee job satisfac-

tion 

Occupational safety and health variables have a t-

value of 4.735 and a p-value of 0.000. While the critical 

t-value is <α 1% with B = 0.213. This means rejecting 

Ho, occupational safety and health variables individu-

ally have a significant effect on employee job satisfac-

tion and have a positive relationship. Based on the oc-

cupational safety and health variables, it can be con-

cluded that if occupational safety and health increases 

by 1 unit, it will increase employee job satisfaction by 

0.213. Conversely, if occupational safety and health is 

reduced by 1 unit, it will decrease employee job satis-

faction by 0.213, assuming other factors are constant. 

2. Testing the relationship between wage varia-

bles and employee job satisfaction 

The wage variable has a t-value of 5.055 and a p-

value of 0.000. While the critical t value at α 1% with 

B = 0.357, means rejecting Ho and the wage variable 

partially (individually) has a significant effect on em-

ployee job satisfaction and has a positive relationship. 

Based on the wage variable, it can be concluded that if 

wages are increased by 1 unit, it will increase employee 

job satisfaction by 0.357. Conversely, if wages are re-

duced by 1 unit, it will decrease job satisfaction by 

0.357, assuming other factors are constant. 

3. Testing the relationship between workload 

variables and employee job satisfaction 

The workload variable has a negative t-value of 

2.429 and a p-value of 0.018. While the critical t-value 

at α 5% with B = - 0.108. This means rejecting Ho, the 

workload variable individually has a significant effect 

on employee job satisfaction and has a negative rela-

tionship. Based on the workload variable, it can be con-

cluded that if the workload increases by 1 unit, it will 

decrease employee job satisfaction by 0.108. Con-

versely, if the workload is reduced by 1 unit, it will in-

crease employee job satisfaction by 0.108, assuming 

other factors are constant. When viewed from the mag-

nitude of the Standardized Coefficients Beta (SCB) in 

Table 3, wages have the largest SCB value, namely 

0.462. This means that wages have the most dominant 

influence on employee job satisfaction. 

Discussion 

The first hypothesis posits that Occupational 

Safety and Health (OSH) has a positive and significant 

effect on the job satisfaction of employees at PT Iskan-

dar Indah Printing Textile Surakarta. The T-test results 

support this, showing that the OSH variable signifi-

cantly impacts job satisfaction in a positive manner. 

This indicates that an improvement in OSH by 1 unit 

can increase employee job satisfaction by 0.213 units. 

Conversely, a decrease in OSH by 1 unit can reduce job 
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satisfaction by 0.294 units, assuming other factors re-

main constant. Therefore, enhancing the company's 

OSH program directly correlates with higher employee 

job satisfaction. 

The second hypothesis suggests that wages have a 

positive and significant influence on employee job sat-

isfaction. This hypothesis is confirmed through the T-

test, where the wage variable demonstrates a significant 

positive effect on job satisfaction. An increase in wages 

by 1 unit can boost job satisfaction by 0.357 units, 

while a reduction in wages by the same amount can de-

crease job satisfaction by 0.357 units, holding other fac-

tors constant. This direct relationship implies that better 

wages lead to higher job satisfaction, increased produc-

tivity, and greater employee loyalty, which positively 

influences the company's stability and growth. 

The third hypothesis asserts that workload nega-

tively and significantly affects employee job satisfac-

tion. The T-test results validate this hypothesis, show-

ing that the workload variable significantly impacts job 

satisfaction negatively. An increase in workload by 1 

unit can reduce job satisfaction by 0.108 units, whereas 

a decrease in workload by the same amount can in-

crease job satisfaction by 0.108 units, provided other 

factors remain unchanged. This inverse relationship 

suggests that excessive workload leads to physical and 

mental fatigue, thereby lowering job satisfaction. 

The fourth hypothesis states that wages have the 

most dominant influence on employee job satisfaction 

among the variables studied. This is supported by the 

Standardized Coefficients Beta (SCB) values, where 

wages have the highest SCB value of 0.462. This im-

plies that increasing wages, improving OSH, and re-

ducing workload will most significantly enhance em-

ployee job satisfaction, with wages being the most in-

fluential factor. 

The fifth hypothesis proposes that there is a posi-

tive and significant interaction between OSH, wages, 

and workload on employee job satisfaction when con-

sidered simultaneously. The F-test results confirm this 

hypothesis, indicating that these three independent var-

iables collectively have a significant stimulatory effect 

on job satisfaction. This suggests that comprehensive 

improvements across OSH, wages, and workload are 

essential for maximizing employee job satisfaction at 

PT Iskandar Indah Printing Textile Surakarta. 

 

References: 

1. Basak, S. K., & Govender, D. W. (2015). 

Theoretical Framework Of The Factors Affecting 

University Academics Job Satisfaction. International 

Business & Economics Research Journal (IBER), 

14(2), 317. https://doi.org/10.19030/iber.v14i2.9167. 

2. Buntarto (2015). Panduan Praktis Kesela-

matan & Kesehatan Kerja untuk Industri. Yogyakarta: 

Pustaka Baru Press. 

3. Gibson, J., Ivancevich, J. M., & Donnely, J. 

(2017). Organisasi dan Manajemen : Perilaku, Struktur 

dan Proses. In Organizational Behavior. Erlangga, 

Jakarta. 

4. Hasibuan, S. P. (2016). Manajemen sumber 

daya manusia (Revisi). PT Buana Aksara, Jakarta. 

5. Ikhwana, H. (2023). Pengaruh Upah Dan 

Beban Kerja Terhadap Kepuasan Kerja Buruh Harian 

Lepas Pt . Socfindo Mata Pao Kabupaten Serdang 

Bedagai Hablil Ikhwana Fakultas Ekonomi UNIVA 

Medan. Jurnal Studi Manajemen, 5(2), 11–16. 

6. Insan, A. N. (2020). Upah dan Kepuasan Kerja 

(Studi Kasus Karyawan Swalayan Yayasan Indonesia 

Timur di Kota Makassar Provinsi Sulawesi Selatan). 

Jurnal Administrasi Bisnis (Jab), 10(1), 1–11. 

7. Koesomowidjojo, S. (2017). Panduan Praktis 

Menyusun Analisis Beban Kerja. Raih Asa Sukses, 

Jakarta. 

8. Kurniawan, D. (2016). Pengaruh Kompensasi 

dan Keselamatan dan Kesehatan Kerja (K3) Terhadap 

Kepuasan Kerja Pada Karyawan. Psikoborneo: Jurnal 

Ilmiah Psikologi, 4(4), 472–481. 

https://doi.org/10.30872/psikoborneo.v4i4.4231. 

9. Kuswara, H. (2014). Strategi Perguruan 

Tinggi Mewujudkan Entrepreneurship Campus. 

Retrieved from http://www.dikti.go.id/strategi-

perguruan-tinggimewujudkan-entrepreneurial-campus. 

10. Luthans, F. (2013). Organizational Behavior : 

an evidenced based approach. The Mc Grow – Hill 

Companies, Inc., New York. 

11. Mangkunegara, A. P. A. (2015). Manajemen 

Sumber Daya Manusia. Remaja Rosda Karya, 

Bandung. 

12. Milawati, S., Zulfadil, & Rosyetti. (2018). 

Pengaruh Kompensasi dan Kesehatan dan Keselamatan 

Kerja Terhadap Kepuasan Kerja dan Kinerja Karyawan 

Pada PT. Intan Sejati Andalan (ISA) di Kabupaten 

Bengkalis. Jurnal Ekonomi, 26(4), 18–33. 

13. Munandar. (2016). Psikologi Industri dan 

Organisasi Modern. Universitas Indonesia, Jakarta. 

14. Ridley, J., (2013). Kesehatan dan Kesela-

matan kerja. Jakarta : Erlangga 

15. Rivai, V. (2015). Manajemen Sumber Daya 

Manusia Untuk Perusahaan. PT. Rajagrafindo Persada, 

Jakarta. 

16. Robbins, S. (2015). Perilaku Organisasi,. 

Penerbit, Salemba Empat, ?Jakarta. 

17. Saputro, L. D., & Prihatini, A. E. (2018). 

Pengaruh Keselamatan dan Kesehatan Kerja (K3) dan 

Kompensasi Terhadap Kepuasan Kerja Karyawan Pt 

Solo Murni (Studi Kasus Pada Bagian Produksi). 

Diponegoro Journal of Social And Politic, 1–5. 

18. Sari, A., & Rahyuda, A. G. (2019). The Effect 

of Work Loads on Job Satisfaction Mediated By Job 

Stress. International Journal of Economics and 

Management Studies, 6(8), 174–181. 

https://doi.org/10.14445/23939125/ijems-v6i8p119 

19. Srimarut, T., & Mekhum, W. (2020). The 

influence of workload and co-worker attitude on job 

satisfaction among employees of pharmaceutical 

industry in Bangkok, Thailand: The mediating role of 

training. Systematic Reviews in Pharmacy, 11(2), 603–

611. https://doi.org/10.5530/srp.2020.2.88 

20. Sukanto, R. &, & Handoko, T. H. (2011). 

Organisasi Perusahaan, Struktur, dan Perilaku. BPFE-

UGM, Yogyakarta. 

21. Sutrisno, E. (2019). Manajemen Sumber 

Daya. In Edisi Revisi Jakarta: Bumi Aksara (Issue 

Cetakan Kesbelas). Prananda Media Group, Jakarta. 

http://repository.um-palembang.ac.id/id/eprint/6624 

http://www.dikti.go.id/strategi-perguruan-tinggimewujudkan-entrepreneurial-campus
http://www.dikti.go.id/strategi-perguruan-tinggimewujudkan-entrepreneurial-campus
http://library.poltekkesjambi.ac.id/opac/pencarian-sederhana?action=pencarianSederhana&ruas=Pengarang&bahan=Semua%20Jenis%20Bahan&katakunci=John%20Ridley


Norwegian Journal of development of the International Science No 138/2024 37 

22. Sylvia, V., & Sitio, S. (2019). Pengaruh Gaji, 

Promosi Jabatan, Supervisi Terhadap Kepuasan Kerja 

Pada Pt . Ovela Indonesia. Jurnal Ilmiah M-Progress, 

9(2), 130–140. https://doi.org/10.35968/m-pu.v9i2.342 

23. Umar, H. (2013). Metodoogi penelitian 

aplikasi dalam pemasaran. Gramedia Pustaka Utama, 

Jakarta. 

24. Tasios, T. and Giannouli, V. (2017) ‘Job De-

scriptive Index (JDI): Reliability and validity study in 

Greece’, Archives of Assessment Psychology, 7(1), pp. 

31–61. Available at: 

http://www.assessmentpsychologyboard.org/j 

ournal/index.php/AAP/article/view/109 

25. Wiliandari, Y., & Isrososiawan, S. (2015). 

Faktor-Faktor Yang Membentuk Kepuasan Kerja 

Dosen Pada Jurusan Ips-Ekonomi Fakultas Ilmu 

Tarbiyah Dan Keguruan Iain Mataram. Society, 6(1), 

79–99. https://doi.org/10.20414/society.v6i1.1467 

 

  

http://www.assessmentpsychologyboard.org/j%20ournal/index.php/AAP/article/view/109
http://www.assessmentpsychologyboard.org/j%20ournal/index.php/AAP/article/view/109

