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INTRODUTION 

Background Of Problem 

The ability of an organization to deal with the challenges of the global era 

depends on the ability to mobilize human resources (Dessler, 2008) for which quality 

human resources are needed (Shermerhorn, 2010) and supported by the opinion of Cohen, 
S, (2008), despite the amount of resources large humans if used effectively and efficiently 

will support the pace of sustainable national development. 

Job satisfaction of each employee in a company can reflect a problem faced by 

the company. One of them is the company PT Kabelindo Murni Tbk. Based on data 

obtained from the company, the researcher recapitulated employee absenteeism data 

which on average every month was absent around 10% (PT Kabelindo TBK, 2015). The 
absence of stated dissatisfaction of employees, this is supported by the opinion of Rue 

and Byaes (2003). 

Job satisfaction leads to recognition, income, promotion, and achievement of 

other goals that cause feelings of fulfillment (Kaliski, 2007). Whereas Chuang, Yin and 

Jenkins (2008), seeing job satisfaction can be seen from intrinsic motivation. On the other 
hand Armstrong (2006), seeing a trigger factor for job satisfaction is from a positive 

attitude and a negative attitude. 

Factors that affect the achievement of job satisfaction, including the type of work 
they do, colleagues, and superiors (George et al., 2008). Whereas Mullins, (2005), Job 

satisfaction sees from internal conditions, such as feelings. On the other hand Rue and 

Byaes, 2003 share work satisfaction with: Manager's concern for people, Job design 
(scope, depth, interest, perceived value), Compensation (external and internal 

consistency), Working conditions - Social relationships, Perceived long-range 

opportunities and Perceived oppurtunities elsewhere - Levels of aspiration and need 
achievement. And job satisfaction also affects Commitment to organization and turnover, 

absenteeism, tardiness, accidents, strikes, grievances, sabotage etc. 

Various studies have been conducted regarding job satisfaction using intrinsic 
and extrinsic factors in by Hegney et al. (2014), extrinsic views from peer support and 
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teamwork as well as and colleagues and interpersonal relationships while the values of 

social work according to Taris and Feij (2001). But this research uses 5 indicators, 

namely the work itself, salary, promotion, supervision and work colleagues, which will 

make the model put the work environment as independent. The contribution to the 
science of human resource management is that it is found that in addition to career 

management there is an important work environment and workload in increasing 

employee satisfaction, even in the manufacturing industry. This study aims to look at the 
influence of career management, work environment, and workload on job satisfaction. 

 

Theoretical Background 

Job satisfaction 

Getzels and Guba in Panggabean (2004: 128) argue "Satisfaction is a function of the 

degree of harmony between what is expected and what can be obtained, or between needs 

and rewards". Brayfield, Arthur H and Harold F. Rothe in Panggabean (2004: 128) states 

"Job satisfaction can be expected from a person's attitude towards his work". 

Another definition of Wesley And Yuki in Wilson Bangun (2012: 327) states "Job 

satisfaction is a generalization of attitudes towards his work". five determinants of job 
satisfaction are called Job Descriptive Index (JDI) (Luthans and Spector in Robins, 2006), 

namely: Job itself, salary, promotion opportunities, supervisors and coworkers. 

Based on some of the opinions above, it can be synthesized that job satisfaction is the 

attitude of a person towards his work, whether happy or unhappy which is the result of 

evaluating what is expected with what he gets at work. This study uses the dimensions of 

the work itself, salary, promotion, supervision and coworkers. 

Career Development 

According to Dessler (2008) "Career development is personal enhancements made by 

someone to achieve a career plan". Another opinion from Mejia in the study of Widya et 

al (2015: 334) which said "Career development can be interpreted as a formal and 
sustainable effort that focuses on developing better employees". Similar things are 

expressed by career development according to Mondy (2010), includes activities to 

prepare an individual for the progress of a planned career path ". Career development 

according to Gomes (2003) are: 1. Career planning, namely: a. compatibility between 
interest and expertise with work. b. Career development opportunities within the 

company and c. Clarity of long-term and short-term career plans. 2. Career management, 

namely: a. Integrate with human resource planning. b. Spread career information. c. 
Publication of job vacancies and d. Education and training. 

Thus, the definition of career development according to researchers based on the opinions 
of the experts above is a process and activities that are formally and sustainably carried 

out by the company to prepare employees in order to improve their ability to fill the 

company's position in the future. This study uses the dimensions of career planning and 

career management. 

Several studies have been conducted relating to career development and job satisfaction, 

among others, among others, Monis & Sreedhara (2011), this is supported by the opinion 



of Atikhah & Abaidah (2010) suggesting a positive influence on career development on 

job satisfaction. Alleged career development has a positive effect on job satisfaction.  

Work environment 

The work environment is one of the most important factors that influence the level of 

satisfaction and motivation of employees. According to Strong et all (1999), social, 
physical and organizational factors are incentives for tasks and activities which 

consequently impact the performance of workers. A supportive work environment helps 

workers to perform normal tasks more effectively, makes the best use of their knowledge, 
skills and competencies and resources available to provide high-quality services. 

Leshabari M, Muhondwa E, Mwangu M, Mbembati N. (2008). 

According to Gouzali Saydam (2000: 266) "The work environment is the whole facility 
and infrastructure of work that is around employees who are doing work that can affect 

the implementation of the work itself. While according to Ousa-Poza, A., & Sousa-Poza, 

A. (2000). The work environment also influences intrinsically on job satisfaction. Based 
on the opinions of experts above are all physical and non-physical aspects around the 

workplace that can affect employees in carrying out work. This study uses the dimensions 

of the physical work environment and the non-physical work environment. 

Razik & Maulabakhsh (2015), found that there was a positive and significant influence 

between the work environment and job satisfaction. This is supported by Jain and Kaur 

(2014) and Agbozo ett all (2017). So that suspected work environment has a positive 
effect on job satisfaction. 

Workload 

Workload is a set or number of activities that must be completed by an organizational unit 

or position holder for a certain period of time ". According to Hart and Staveland in 
Dhania (2010) defines "Workload as a perceived relationship between the total 

processing capacity and the amount required by the task. According to Meshkati in 

Istianto and Suprihhadi (2014) "Workload is a difference between the capacity or ability 

of workers and the demands of work to be faced". 

Thus, the definition of workload according to researchers based on the opinions of 

experts above is a set of demands for work assigned to employees or office holders that 
must be completed within a certain period of time with the aim of obtaining work results. 

Research uses the dimensions of time load, mental effort burden and psychological stress 

burden. 

Tambengi, Kojo, Rumoko (2016) found there was a negative influence between 

compensation, workload, career development on job satisfaction, and this was also 
supported by pendapatahingoz & Sahin (2013) opinion. Allegedly there is a negative 

influence between workload and job satisfaction. 

 

 

 

 



Research model 

 

 

 

 

 

 

 

 

 

 

Figure 1 Research Paradigm 

 

Hypothesis 

Based on the literature review and frame of mind described earlier, the translation 
of the hypothesis in this study is as follows: 

H1: Career development has a significant effect on job satisfaction in employees of PT 
Kabelindo Murni Tbk in Jakarta. 

H2: The work environment has a significant effect on job satisfaction in employees of PT 
Kabelindo Murni Tbk in Jakarta. 

H3: Workload has a significant effect on job satisfaction for employees of PT Kabelindo 
Murni Tbk in Jakarta. 

H4: Career development, work environment and workload together have a significant 

effect on job satisfaction for employees of PT Kabelindo Murni Tbk in Jakarta. 

 

RESEARCH METHODS 

The study used descriptive and explanatory research methods. The data used in 
this study originated from primary data which was obtained through interviews and 

questionnaires, while secondary data regarding employee absence data obtained by 

researchers through PT Kabelindo Murni Tbk in Jakarta. The number of samples in this 
study were 181 respondents from a total population of 330 employees using the Slovin 

formula. 
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Test Instrument 

Validity test 

Test Validity is a step of testing carried out on the contents of an instrument with 

the aim of measuring the accuracy of the instruments used in a study. The number of 

questionnaires for the validity test is 30, according to the minimum requirements of the 
study. This validity test is done by comparing the value of rcount and rtable for each item in 

question. If rcount> rtable then the instrument item is declared valid. The method used in 

testing validity uses the product moment correlation approach with the provisions of the 
instrument declared valid if rcount> r table at n = 30 and α = 0.05. So that the rtable value is 

0.361. And from the results it was obtained that the variables of career development, 

work environment, workload and job satisfaction resulted in the value of the calculation 

of each instrument greater than rtable, so it can be seen that all items are valid, because all 
instruments meet the requirements, namely rcount> rtable (0.361). 

Reliability Test 

The reliability test in the questionnaire of this study used the Cronbach's Alpha 

technique, which showed the reliability coefficient value to measure the magnitude of the 
positive value of the variable. If the Cronbach's Alpha value is> 0.6; then the research 

instrument can be said to be reliable while if the value of Cronbach's Alpha <0.6; then the 

research instrument is said to be not reliable. The results of the reliability test for each 

variable can be seen in the table below: 

Table 1. Reliability Test Results 

Reliability Test Cronbach’s Alpha Information  

Job Satisfaction (Y) 0.629 Reliable 

Career Development (X1) 0.746 Reliable 
Work Environment (X2) 0.850 Reliable 

Work Load (X3) 0.656 Reliable 

Source: Data processed by researchers, 2016 

In Table 1, the results of the reliability tests for each variable using the 

Cronbach's Alpha technique, Cronbach's Alpha values> 0.6; for the variable job 

satisfaction of 0.629, career development variable is 0.746, work environment variable is 
0.850, and workload variable is 0.656. So, the instruments of the four variables are 

declared reliable because the Cronbach's Alpha value is greater than 0.6 and can be used 

for research. 

Descriptive Analysis 

Data description is the result of processing raw data of research variables which 
are intended to provide an overview of the distribution and distribution of data. The data 

is the result of this study which was obtained through a questionnaire distributed to the 

sample of 181 employees of PT Kabelindo Murni Tbk in Jakarta. 

 

 

 



Classic Assumption Test 

Normality Test 

Sugiyono (2007: 138) explains that the normality test functions to find out 

whether the data taken is normally distributed data, the purpose of normal distributed is 

that the data will follow the form of a normal distribution where the data is centered on 
the median average value. The normality test in this study uses the Kolmogorov-Smirnov 

test and it is said that normal if a normally distributed residual value has a significance 

probability of > 0.05. 

Linear Test 

According to Priyatno (2010: 73), the linearity test aims to determine whether 
two variables have a relationship that is linear or not significantly. Linearity testing is 

usually used as a prerequisite in correlation analysis or linear regression. Testing can be 

done with Statistical Product and Service Solution (SPSS) software, using test for 
linearity at a significance level of 0.05. The criteria in the linearity test are two variables 

said to have a linear relationship if the linearity is less than 0.05. 

Multicollinearity Test 

Multicollinearity is that between independent variables contained in the 
regression model has a perfect linear relationship (the correlation coefficient is high). 

Measuring multicollinearity according to Umar (2003: 80) can be seen by looking at the 

value of the Variance Inflation Factor (VIF) in the regression model, if the size of VIF is 

<5 or close to 1, it reflects no multicollinearity. 

Heteroscedasticity Test 

Heteroscedasticity is a residual variant that is not the same in all observations in 

the regression model. According to Umar (2003: 82), heteroscedasticity tests are 

conducted to find out whether in a regression model variance of the residual inequality 
occurs an observation to other observations. 

The method used in this study is the Spearman Rho test method, which correlates 

the residual value (unstandardized residual) with each independent variable. If the 
significance is more than 0.05, there is no problem with heteroscedasticity. 

 

Hypothesis testing 

Test Multiple Linear Regression Equations 

According to Priyatno (2010: 61) "Multiple linear regression analysis is a linear 
relationship between two or more independent variables (dependent) with dependent 

variables (dependent), this analysis is to predict the value of the dependent variable if the 

value of the independent variable increases or decreases and for knowing the direction of 

the relationship between independent variables and the dependent variable, whether each 
independent variable is positively or negatively related ". 

 



Test F 

According to Priyatno (2010: 67) "The F test is used to determine whether the 

independent variables simultaneously have a significant effect on the dependent 
variable". In this study, the F test was conducted to analyze the influence of career 

development (X1), work environment (X2) and workload (X3) together on job 

satisfaction (Y). 

Determination Coefficient Analysis 

According to Priyatno (2010: 66), the analysis of determination in multiple linear 

regression is used to determine the percentage effect of independent variable 

contributions simultaneously on the dependent variable. This coefficient shows how 

much the percentage variation of the independent variables used in the model is able to 
explain variations in the dependent variable. 

 

RESULTS AND DISCUSSION 

Descriptive Analysis 

Table 2. Descriptive Analysis Value 

 Job 

Satisfaction 

Career 

Development 

Work 

Environment 

Workload 

Strongly Disagree 27,35% 12,7% 25,8% 7,6% 

Disagree 45,31% 44,3% 45,0% 27,2% 

Agree 17,96% 29,7% 20,8% 40,2% 

Strongly agree 9,38% 13,3% 8,4% 25,0% 

Source: Data processed by researchers, 2016 

In Table 2 above can be seen the percentage of answers to the variable job 

satisfaction, the answers given by respondents are dominated by disagree answers of 
45.31%. This shows that employee job satisfaction is low. On career development 

variables, it can be seen that the answers given by respondents are dominated by 

disagreeing answers of 44.3% which indicates that career development is not in line with 
employee expectations. In the work environment variable, it can be seen that the answers 

given by respondents are dominated by disagreeing answers of 45.0% which indicates 

that the work environment is not in line with the expectations of the employees. In the 
workload variable, it can be seen that the answers given by the respondents are dominated 

by the agreed answers of 40.2%. This shows that the workload of employees is high. 

 

Classical Assumption Test Results 

Normality test 

Table 3. Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 



 
Job 

Satisfaction 
Career 

Development 
Work 

Environment 
Work 
Load 

N 181 181 181 181 

Normal 
Parameters

a,b
 

Mean 18.86 14.61 14.39 22.61 
Std. Deviation 3.813 3.188 4.454 2.971 

Most Extreme 

Differences 

Absolute .091 .074 .064 .072 

Positive .091 .072 .064 .072 

Negative -.062 -.074 -.051 -.069 
Kolmogorov-Smirnov Z 1.219 .990 .864 .972 

Asymp. Sig. (2-tailed) .102 .281 .444 .301 

a. Test distribution is Normal. 
b. Calculated from data. 

Source: Calculation of SPSS 21, 2016 

The results of the normality test in Table 3 carried out using the SPSS 21 
program Kolmogorov-Smirnov test indicate that the significance value in this study for 

job satisfaction variables is 0.102, career development variables are 0.281, work 

environment variables are 0.444, and workload variables are 0.301. The overall value of 
the variable is greater than the significance level of 0.05. So that it can be concluded that 

all variables are normally distributed so that they fulfill the requirements of the 

parametric statistical multiple linear regression analysis. 

Linearity Test 

Table 4. Linearity Test Results 

Variabel Nilai Signifikansi 

Career Development * Job Satisfaction 0,000 

Work Environment * Job Satisfaction 0,000 

Work Load * Job Satisfaction 0,000 

Source: Data processed by researchers, 2016 

From Table 4 above, each variable X has a significance value, namely career 

development variable (X1) of 0,000, work environment variable (X2) of 0,000; and 
workload variable (X3) of 0,000 so that it can be said that every variable X has a linear 

relationship to Y because the significance value is <0.05. 

Multicollinearity Test 

Table 5. Multicollinearity Test Results 

Coefficients
a
 

Model Collinearity Statistics 

Tolerance VIF 

1 Career Development .883 1.133 
Work Environment .888 1.126 

Workload .903 1.108 

a. Dependent Variable: Job Satisfaction 
Source: Calculation of SPSS 21, 2016 

Based on the results of the multicollinearity test in Table 5 using data processing 
statistics, it is known that the VIF number for career development is 1,133, the work 



environment is 1,126 and the workload is 1,108. The VIF value of all independent 

variables is less than 5, so there are no problems with multicollinearity among the three 

independent variables. 

Heteroscedasticity Test 

Table 6. Heteroscedasticity Test Results 

Correlations 

 Unstandardiz
ed Residual 

Career 
Development  

Work 

Environm
ent 

Work 
Load 

Spearma

n's rho 

Unstandardi

zed Residual 

Correlation 

Coefficient 

1.000 .017 -.009 -.059 

Sig. (2-

tailed) 

. .817 .905 .429 

N 181 181 181 181 

Career 
Developmen

t 

Correlation 
Coefficient 

.017 1.000 .235
**

 -
.215

**
 

Sig. (2-

tailed) 

.817 . .001 .004 

N 181 181 181 181 

Work 

Environment 

Correlation 

Coefficient 

-.009 .235
**

 1.000 -

.251
**

 

Sig. (2-
tailed) 

.905 .001 . .001 

N 181 181 181 181 

Work Load Correlation 

Coefficient 

-.059 -.215
**

 -.251
**

 1.000 

Sig. (2-

tailed) 

.429 .004 .001 . 

N 181 181 181 181 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Calculation of SPSS 21, 2016 

In Table 6, it is known that the correlation between career development and 

unstandardized residuals produces a significance value of 0.817; correlation between the 

unstandardized residual work environment produces a significance value of 0.905; the 

correlation between workload and unstandardized residuals produces a significance value 
of 0.429. So, it can be concluded that in the regression model there is no problem with 

heteroscedasticity, this is because the significance value of the correlation is greater than 

0.05. 

Hypothesis testing 

Simple Linear Regression Test Results 

Table 7. T-Test Results of Career Development Against Job Satisfaction 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 



B Std. Error Beta 

1 (Constant) 9.271 1.118  8.292 .000 

Career 

Development  

.656 .075 .549 8.779 .000 

a. Dependent Variable: Job Satisfaction 
Source: Calculation of SPSS 21, 2016 

Table 7 above shows the value of tcount (8.779) > t table (1973) and a significance 
value of 0.000 less than 0.05. The conclusions that can be taken from hypothesis 1 are Ho 

rejected and Ha accepted. Thus career development has a significant effect on job 

satisfaction on employees of PT Kabelindo Murni Tbk in Jakarta. The results in the table 
above are relevant to the results of research conducted by Monis & Sreedhara (2011), this 

is supported by the opinion of Atikhah & Abaidah (2010) suggesting an influence 

positive career development towards job satisfaction which concludes that career 

development has a significant and positive influence on employee job satisfaction. 

Table 8. Test Results t Work Environment Against Job Satisfaction 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 13.759 .877  15.689 .000 

Work 

Environment 

.355 .058 .414 6.090 .000 

a. Dependent Variable: Job Satisfaction 
Source: Calculation of SPSS 21, 2016 

Table 8 above shows the value of tcount (6,090) > ttable (1,973) and a significance 
value of 0,000 less than 0.05. The conclusions that can be drawn from hypothesis 2 are 

Ho rejected and Ha accepted. Thus the work environment has a significant effect on job 

satisfaction on employees of PT Kabelindo Murni Tbk in Jakarta. The results in the table 
above are relevant to the results of research conducted by Razik & Maulabakhsh (2015), 

finding that there is a positive and significant influence between the work environment 

and job satisfaction. This is supported by Jain and Kaur (2014) and Agbozo ett all (2017), 

who concluded that the work environment has a significant influence on employee job 
satisfaction. 

Table 9. Results of t Test Variables Workload Against Job Satisfaction 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) 30.084 2.017  14.915 .000 

Work Load -.496 .088 -.387 -5.611 .000 

a. Dependent Variable: Job Satisfaction 

Source: Calculation of SPSS 21, 2016 

Table 9 above shows the value of tcount - (-5,611) <ttable (1,973) and a significance 
value of 0,000 less than 0.05. The conclusion that can be drawn from hypothesis 3 is that 



Ho is rejected and Ha is accepted. Thus the workload has a significant effect on job 

satisfaction on employees of PT Kabelindo Murni Tbk in Jakarta. The results in the table 

above are relevant to the results of a study conducted by Tambengi, Kojo, Rumoko 

(2016) found there were negative influences between compensation, workload, career 
development on job satisfaction, and this was also supported by ingahingoz & Sahin 

(2013) opinion, who concluded that workload has a significant influence on employee job 

satisfaction and has a negative influence on employee job satisfaction. 

Results of Multiple Linear Regression Equations 

 

Table 10. Multiple Linear Regression Test Results 

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. B Std. Error Beta 

1 (Constant) 14.862 2.382  6.238 .000 

Career 

Development  

.508 .073 .424 6.947 .000 

Work Environment .206 .052 .240 3.948 .000 

Work Load -.282 .077 -.220 -3.640 .000 

a. Dependent Variable: Job Satisfaction 
Source: Calculation of SPSS 21, 2016 

Based on Table 10. You can obtain multiple linear regression equations obtained 

as follows: 

Y’= 14,862 + 0,508 X1 + 0,206 X2 + -0,282 X3 

The constant in the equation model is 14,862. This means that without the 
independent variable, job satisfaction has reached 14,862. Furthermore, the regression 

coefficient of career development (X1) is 0.508 and is positive. This means that every 

increase in the value of the career development variable (X1) is increased by one unit 
assuming the value of another variable remains, then the variable job satisfaction (Y) will 

increase by 0.508. 

The working environment regression coefficient (X2) is 0.206 and is positive. 
This means that every increase in the value of the work environment variable (X2) is 

increased by one unit assuming the value of another variable remains, then the variable 

job satisfaction (Y) will increase by 0.206. 

Workload regression coefficient (X3) is -0,282 and is negative. This shows that 

every increase in the value of the workload variable (X3) is increased by one unit 
assuming the value of other variables remains, then the variable job satisfaction (Y) will 

decrease by -0.282. 

F Test Results 

Table 11. F Test Results (ANOVA) 

ANOVA
b
 



Model Sum of 
Squares df Mean Square F Sig. 

1 Regression 1092.431 3 364.144 42.261 .000
a
 

Residual 1525.115 177 8.616   
Total 2617.547 180    

a. Predictors: (Constant), Workload, Work Environment, Career Development  

b. Dependent Variable: Job Satisfaction 

Source: Calculation of SPSS 21, 2016 

Table 11 above shows the value of Fcount (42,261)> Ftable (2,656) and a 

significance value of 0,000 less than 0.05. The conclusion that can be drawn from 
hypothesis 4 is Ho rejected and Ha accepted. Thus career development, work 

environment and workload together have a significant effect on job satisfaction on 

employees of PT Kabelindo Murni Tbk in Jakarta. 

Results of Determination Coefficient Analysis 

Table 12. Results of the Determination Coefficient Analysis 

Model Summary 

Model 
R 

R 
Square 

Adjusted R 
Square 

Std. Error of the 
Estimate 

 1 .646
a
 .417 .407 2.935 

a. Predictors: (Constant), Work Load, Work Environment, Career Development 

Source: Calculation of SPSS 21, 2016 

The results in Table 12 are above the Adjusted R2 value of 0.407 or (40.7%). 
This shows that 40.7% job satisfaction can be explained by career development variables, 

work environment and workload, while the remaining 59.3% can be influenced or 

explained by other variables not found in this study. 

 

CONCLUSIONS AND RECOMMENDATIONS 

Conclusion 

1. Career development has a positive and significant influence on job satisfaction of 

employees of PT Kabelindo Murni Tbk. 

2. The work environment has a positive and significant influence on employee job 
satisfaction PT Kabelindo Murni Tbk.  

3. Workload has a negative and significant effect on job satisfaction of employees of PT 

Kabelindo Murni Tbk.  

4. Career development, work environment and workload together have a significant 
influence on job satisfaction of employees of PT Kabelindo Murni Tbk. 

Suggestions 

Based on the conclusions above, some suggestions that can be submitted in the 

research are as follows: 



1. The company must supervise and require that each employer has responsibility in 

terms of helping employees when carrying out work.  

2. Companies can implement education and training for employees well and more 

effectively.  
3. Companies can improve employee work space to be more in line with the expectations 

of each employee or every work unit in the company.  

4. The company must establish a special work unit to conduct routine and effective 
evaluations related to the complexity of the work given to employees. 


