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ABSTRACT 

To face increasing competition, companies are always trying to attract the attention of 
consumers, obtain large profits and adjust to the development of the rapidly growing 
economic world. Like the fast food company which is a large commodity in the 
Indonesian market that has changes in varied demand. Of course, companies involved in 
this field must maintain their branding to always be positive so that the company does not 
experience a decrease in demand that disrupts the company. This study aims to determine 
the effect of salary and work motivation on perceived performance with gender 
moderation in fast food employees. This research was conducted on employees at the fast 
food company who have worked for at least 1 year in the Jakarta area. The sampling 
method used purposive sampling with a sample size of 110 respondents. The number of 
statements given to respondents was 11 statement items. The results of this study indicate 
a significant effect on compensation on perceived performance, work motivation on 

perceived performance, and an insignificant effect on gender moderating work motivation 
with perceived performance and gender moderating compensation with perceived 
performance. 
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INTRODUCTION 
The large number of companies that are growing and developing in Indonesia has 

resulted in the emergence of a competitive situation in order to maintain their existence, 
where in facing increasingly competitive competition, companies are always trying to 
attract the attention of consumers, obtain large profits and adapt to developments in the 
increasingly rapidly developing economic world (Ghazmahadi et al., 2020; Mariam et al., 

2022; Novarian & Ramli, 2020; Ramli, 2019) . One type of business that is growing 
rapidly in Indonesia is the type of business that operates in the fast food sector or better 
known as fast food. Fast food companies are a large commodity in the Indonesian market 
which has varying changes in demand (Chandra et al., 2019; Febriani et al., 2023; Mariam 
& Ramli, 2017; Mulyadi et al., 2020; Utama et al., 2020). Of course, companies operating 
in this field must maintain their branding to always be positive so that the company does 
not experience a decline in demand that disrupts the company (Khasanah et al., 2021; 
Mariam et al., 2021, 2022; Sukarno et al., 2020). The company's moving wheels are also 
directly related to employees (Mariam et al., 2021; Mariam & Ramli, 2020; Mulya & 
Ramli, 2023; Rumaidlany et al., 2022). This is because employees are human resources 
who directly execute the efforts carried out by the company.Like the perception of 
performance carried out by fast food companies, apart from the strength and tendency of 
employees' expectations or expectations to work properly, apart from the need for rewards 

or incentives obtained, it causes perceptions of better performance or vice versa (Bachtiar 
et al., 2023; Imran et al., 2020; Novarian & Ramli, 2020; Salma & Ramli, 2023; Steven et 
al., 2023; Supiati et al., 2021). Where one effort to improve it is by developing its 
performance (Suwanto, 2021).  
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Perception of performance is an important part of influencing the level of success in a 
company. Where it is the perception of performance that will give rise to the performance 
itself in employees in accordance with the direct expectations of the moving company 
(Kustrianingsih et al., 2016). Perceptions of performance will be related to the process 

starting from visuals until responses are formed related to the results achieved from work 
based on qualitative, quantitative, time discipline in completing work and cooperation 
when doing work (Dewi & Ramli, 2023; Mariam et al., 2023; Meidiyanty et al., 2023; 
Ramli et al., 2020; Yunus et al., 2023). Where the factors that influence perceptions of 
performance are work motivation, management, work discipline and organizational 
culture (Kustrianingsih et al., 2016). 

Another factor that has quite a strong influence is work motivation. Even if an 
employee has good operational skills, if he lacks work motivation then the final results of 
his work will not be satisfactory (Diatmono et al., 2020; Mariam et al., 2020; Mariam & 

Ramli, 2023; Nurdiansyah et al., 2020). Seeing the importance of employees in the 
organization, employees must pay more serious attention to their duties in order to 
achieve organizational goals, namely with high work motivation (Razak et al., 2018). To 

increase work motivation, every company tries to maximize the potential of its employees 
in their performance (Harahap & Ramli, 2023; Rinaldi & Ramli, 2023; Sylvyani & Ramli, 
2023; Takaya et al., 2020). Work motivation has a huge influence on perceptions of 
performance, this is proven by the higher the employee's work motivation, the better the 
organization's performance. Vice versa, the lower the employee's work motivation, the 
worse the performance of the activities will be, so that the performance will not be optimal 
(Razak et al., 2018). 

Through the role of employees, companies can also objectively measure the ratio of 
perceived performance which can provide useful positive results while remaining relevant 
to the company's interests. This role differentiates female employees from male employees 
because they have multiple responsibilities that must be prioritized. The existence of 
gender has given rise to differences in roles, responsibilities, functions and even a person's 
space for movement (Aqmarina et al., 2020). In addition, the influence of gender on 

performance has been proven to cause social adaptation in the work environment, and 
female employees tend to adapt to their roles and can divide their time equally in order to 
work well. This is in accordance with research Aqmarina et al. (2020) who found that 

female employees experienced mental decline when facing job demands and pressure in 
the workplace, so that gender was closely related to perceptions of their performance. 

Apart from work motivation, compensation is also a way to encourage development 
of performance activities in the company. Compensation is one of the factors that 
influences perceptions of performance and encourages workers to do more for their work. 
Raine (2022), commented that compensation can motivate discouraged employees to 

work and give them the desire to concentrate on their work. When workers are offered 
decent compensation, they feel positive and more satisfied with the work they will do 
(Raine, 2022). Understanding the impact of low compensation on performance can help 
employers implement and create compensation policies to motivate, influence, and retain 
employees (Raine, 2022). 

This research related to the variables of performance perception, employee motivation, 
compensation and gender has been carried out previously. Where compensation increases 
perceptions of performance (Tjahjono 2005;Ekhsan & Septian 2020; Suta & Ardana 2019; 
Nurcahyani & Adnyani 2016; Paramitadewi 2017). Work motivation influences 
perceptions of performance (Astuti & Amalia 2021; Suharto et al., 2019; Sakti, 2021; 

Suartina & Sadiartha 2019; Loans 2020). Gender moderating the influence of work 

motivation on performance perceptions (Worthley et al., 2009; Wooet al.,2005; Warr, 

2008). Gender moderating compensation on performance perceptions (Alfian et al., 2020; 

Sarmijan et al., 2022; Dwianto et al., 2019). 

Exploration related to compensation in the manufacturing industry has been carried 
out by (Alam et al., 2020), however, the study was conducted in Bangladesh RMG and 
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used the variables of compensation, work motivation, employee productivity, and welfare 
facilities. In this research, I explore the perception of performance in fast food companies 
in Jakarta and add to the relationship between gender moderation in compensation and 
work motivation variables on performance perceptions. Because the perception of 
employee performance in Indonesia is still considered weak due to the lack of 
compensation and work motivation obtained as well as work loads that are not in 
accordance with what employees receive. 

The aim of this research is to fill existing knowledge gaps by exploring the influence of 
performance perceptions, work motivation, compensation, and gender. It is hoped that 
this research can contribute to the scientific level of human resource management by 
developing a better theoretical understanding of the variables studied and can provide 
positive managerial implications for implementing better employee performance in the 
service sector. 

The relationship between compensation and performance perceptions 
Conceptually, compensation is an important practice in human resource management 

that has a direct influence on performance perceptions (Tjahjono, 2005). Compensation 
is very important for employees because the amount of compensation that employees 
receive reflects the size of the employee's work value and performance (Ekhsan & Septian 
2020). Compensation has an effective influence on performance perceptions because it 
has the main goal of retaining employees, especially those who have good qualifications 
(Suta & Ardana 2019). Efforts that can be taken by companies include motivating 
employees through implementing compensation that is appropriate to their abilities so 
that job satisfaction is achieved, employees who feel satisfied will be more loyal and their 
perception of performance will increase within the company. (Nurcahyani & Adnyani 
2016). Paramitadewi (2017) also revealed that there is a positive effect of compensation 
on performance perceptions because the compensation provided increases a person's work 
enthusiasm and discipline. This can also be seen from the good level of attendance and 
work performance of employees, as well as work targets and goals that will be achieved.. 
From the discussion above, the hypothesis raised is as follows: H1: Compensation has a 
positive effect on performance perceptions. 

The relationship between work motivation and performance perceptions 
One contributor to improving performance perceptions is employee motivation. Work 

motivation is between needs, motivation and goals set to achieve good performance 
(Astuti & Amalia, 2021). Although work motivation has been widely used as a variable 
to measure performance perceptions, the results are mixed. This is possible because the 
research objects and research locations are different.(Suharto et al., 2019) explains that the 

development of employee motivation depends on the conditions and situations they face. 
Performance refers to the extent to which an employee contributes to the achievement of 

the goals and competencies of his work unit through his behavior and the application of 
skills, abilities and knowledge (Sakti, 2021). Study Suartina & Sadiartha (2019) explains 
that work motivation variables have a positive effect on performance. This observation is 
in line with Loans (2020) that work motivation variables also have a positive effect on 
performance perceptions. The higher the level of employee work motivation, the more 
positive the influence on performance. It can be interpreted that work motivation has a 
significant and positive effect on increasing employee performance indicators. However, 
this research is contradictory Magic (2021) which shows that the work motivation variable 
has no significant effect on performance perceptions. Managers are expected to provide 
more attention, direction and improve employee welfare.In the context of the discussion 
above, it can be hypothesized that: H2: Employee motivation positive effect on perceived 
performance. 

Gender roles moderate the influence of work motivation on performance perceptions 

Global competition forces economies and organizations to achieve higher labor 
productivity and better understand the motivation of female workers, which is expected 
to increase efficiency and effectiveness of performance (Worthley et al., 2009). Several job 

characteristics are thought to motivate employees towards performance based on gender 
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(Wuet al.,2005). Each gender has work motivation that influences the perception of their 

respective performance. Men tend to have work motivation regarding the responsibilities 
they are assigned, but in some cases there are also women who have similar motivation, 
where this motivation will encourage the perception of performance in each employee. 
For example, men prioritize efficiency, strength, the work they are responsible for, 
employee performance and also opportunities for advancement, while women value 
people who are more pleasant to work with and can take the time to meet people (Warr, 
2008). From the discussion above, the hypothesis raised is as follows: H3: Gender 
moderates the influence of work motivation on performance perceptions. 

Gender roles moderate the influence of compensation on performance perceptions 
According to Alfian et al. (2020), gender variables can moderate the influence of 

compensation on performance perceptions. Alfian et al. (2020) also stated in his research 

that the compensation provided by the company is a form of recognition, motivation and 

retention of employees in performance tasks based on gender. However, companies must 
pay more attention to the compensation given to their employees, because the 
compensation received by employees can become the basic income for each family. 
Success in determining appropriate compensation will determine the quality of human 
resources at work, which will be directly related to the effectiveness of objectives on 
employee performance perceptions based on gender (Dwianto et al., 2019) Meanwhile, 
the results of research conducted by Sarmijan et al. (2022) also states that gender is able to 

moderate factors that influence performance perceptions.From the discussion above, the 
hypothesis raised is as follows: H4: Gender moderates the effect of compensation on 
performance perceptions. 

 

METHODS 

In this study, measurements related to the variables studied were adapted from 
previous research. Where using a Likert scale with a scale of 1-4 (strongly disagree to 
strongly agree). This research measures all model constructs, such as compensation, work 
motivation, gender, and performance perceptions. The measurement of this variable was 
adapted from (Alam et al., 2020) namely for the Compensation variable using 4 

statements, the Employee Motivation variable using 3 statements and the Performance 
Perception variable being measured using 3 questions adapted from (Samuel & Septina 
2020) and Gender selection. The total statements in this research questionnaire are 11 
items, and can be seen in more detail in appendix 2 (variable operationalization) and 
appendix 3 (questionnaire). 

Research respondents were selected using a purposive sampling method where the data 
in this research was carried out using a survey method by distributing questionnaires 
online via the Google Form application. The sample criteria in this study were those who 

had worked in a fast food company for at least 1 year. Determining the sample size in this 
study refers to the statement Hair et al. (2021)that the number of samples as respondents 

must be adjusted to the number of question indicators used in the questionnaire with the 
assumption of nx 10 observed variables (indicators). In this research, there are 11 
questions in this research questionnaire, so the required sample size is 110 respondents. 

The population in this study were fast food employees in Jakarta. To verify the 
hypothesis, this quantitative research used the Partial Least Square–Structural Equation 
Modeling (PLS-SEM) method. Based on the results of pre-test data processing, 
researchers conducted factor analysis to test validity and reliability with SPSS. The 
validity test was carried out by looking at the Kaiser-Meyer-Olkin (KMO) measurement 
value and the Measure of Sampling Adequacy (MSA). KMO and MSA values above 0.5 
indicate that factor analysis is appropriate. Meanwhile, the reliability test uses Cronbach's 
Alpha measurement. A Cronbach's Alpha value that is close to 1 indicates that the 

reliability of the test is getting better Hair et al. (2021). 
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FINDING AND DISCUSSION 
This research was carried out by distributing questionnaires online via Google Form. 

Demographic data shows that 73.6% are women, while the remaining 26.4% are men. 
Furthermore, the age of this research sample mostly ranged from 25-30 years 50.2%. The 
educational background in this sample has three levels, namely SMA/SMK, Diploma, 
and Bachelor's degree, with the most graduates being Bachelor's or equivalent with a total 
percentage of 36.4%. 

Validity and Reliability Test (pretest) 
With data obtained from 30 respondents and the results of the pretest, validity and 

reliability tests have been carried out looking at the Kaiser Mayer Olkin (KMO) and 
Measure of Sampling Adequacy (MSA) measurement values. It can be said that the ideal 
KMO and MSA values are greater than 0.5. In the overall study, the KMO value for each 
variable was 0.608 to 0.864 and the MSA value in this study was 0.565 to 0.873. With the 

results obtained, it can be said that the statements in this research are valid. Apart from 
that, the Cronbach's Alpha value is seen as a reference value for determining reliability 
based on researchHair et al. (2021)It is said that for each variable whose Cronbach's Alpha 
value is close to 1, the value is stated to be the better the reliability value and in this study 
it shows that the value of Cronbach's Alpha is 0.778 to 0.873, meaning that all the 
variables proposed in this study are reliable. 

Test Outer Model 
From the data obtained from 110 respondents, the results of the other model test are 

as follows: 

Table1. Outer Model Test (Outer Loading) 

Items Loading Factor Information 

Gender 

Gender 1,000 Valid 

Compensation 

K1 0.691 Valid 
K2 0.591 Valid 
K3 0.755 Valid 
K5 0.694 Valid 

Work motivation 

MK2 0.626 Valid 
MK4 0.773 Valid 
MK5 0.548 Valid 

Perception of Performance 

PK3 0.630 Valid 
PK5 0.723 Valid 

PK8 0.560 Valid 

Source: Primary data processed in 2023 

The outer model test is carried out to determine the validity of each indicator for each 
variable. At the outer model test stage there is a reference, namely the value of Convergent 
Validity, Average Validity Extracted (AVE) and composite reliability. According to the 
table above, it is known that several variable indicators have an outer loading value of > 
0.7. However, there are several indicator variables that have an outer loading value of 
<0.7. According toChin, (1998)if the outer loading value is between 0.5 – 0.6, it is 
considered sufficient. Meanwhile, according toHair et al. (2021)To get the ideal value, the 
outer loading value for each indicator in the variable must be > 0.7 to meet the Average 
Validity Extracred (AVE) requirements. Therefore, the results of data processing obtained 
in this research produce an outer loading value of more than 0.7, namely a value of (0.723 
– 1.024), which means that the indicator is declared valid and ideal for each variable. 
Meanwhile, according toChin, (1998)The outer loading value (0.548 – 0.694) is 
maintained because it is considered sufficient to meet the Average Validity Extracted 
(AVE) requirements. 
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Discriminant Validity Test 
By using empirical standards, discriminant validity illustrates that one latent variable 

is different from other latent variables. The cross loading value of each indicator of the 
latent variable can provide an explanation of the discriminant validity test. The cross 
loading value shows the correlation between an indicator and its construct and other 
constructs. The correlation value of the indicator to the latent variable needs to show 
results that are greater than the correlation value to other latent variables. 

Table2. Test Outer Model (CA, CR, AVE) 

Variable 
Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Gender 1,000 1,000 1,000 

Compensation 0.621 0.778 0.469 
Moderating Effects of Gender*K 1,000 1,000 1,000 
Moderating Effects of Gender*MK 1,000 1,000 1,000 
Work motivation 0.339 0.689 0.430 
Perception of Performance 0.332 0.675 0.411 

Source: 2023 Smart-PLS Data Processing Results 

Next, the data processing results show the Average Validity Extracted (AVE) value where 
the value is declared ideal if the value is > 0.5. However, if Average Validity Extracted 
(AVE) < 0.5 butComposite Reliability> 0.6 can be declared ideal and reliableFornell & 

Larcker, (1981). On testComposite Reliabilitythe value must be > 0.7 although a value of 

0.6 is still acceptable and the Cronbach's Alpha value must be > 0.6 to be declared ideal 
and reliable(Hair et al., 2021b). The output results obtained from processing this research 
data show that the Cronbach's Alpha value (0.621 – 1.000) is declared ideal and reliable, 

while the value (0.332 – 0.339) is declared not ideal and reliable because the value 
obtained is <0.6. Meanwhile, the Composite Reliability value (0.675 – 1.000) is declared 
acceptable andAverage Validity Extracted(AVE) has a value of (0.411 – 1.000) which is also 

declared valid and ideal. 

Coefficient of Determination (R Square Test) 
The following are the results of the coefficient of determination from 110 respondents. 

Table3. Coefficient of Determination 

Variable R Square 

Perception of Performance 0.246 

Source: 2023 Smart-PLS Data Processing Results 

Next, an R Square test was carried out to determine the effect of exogenous variables on 
endogenous variables. The results obtained from the analysis are variablesperformance 
perceptionjointly influenced by variablescompensation, work motivation and genderwith 
an R² value of 0.246. These results show 24.6% of the variancePerception of 
Performancecan be explained bycompensation, work motivation, genderand the 
remaining 75.4% can be explained by other variables not included in this study. 

Path Analysis (Hypothesis Testing) 
Hypothesis testing in this research is seen through the results of the significance of the 

path coefficient. By using the bootstrapping technique to determine the significance value 
of the path coefficient with Smart-PLS software. According toHair et al. (2021)If the t 
statistics value is >1.960, or the p value is <0.05 then it can be said that there is a 
significant influence. 
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Table4. Hypothesis Test Results 

Source: Results of SmartPLS2023 research data processing 

Based on the hypothesis testing table above, it is known that the proposed hypothesis has 
a positive influence, except for H3 and H4. Where in testing hypothesis 3 the results 
obtained were T statistics 0.167 < 1.960 with a P Value of 0.867 > 0.05 and in testing 
hypothesis 4 the results obtained were T statistics 0.949 < 1.960 with a P Value of 0.343 
> 0.05. Therefore,Gender moderationpositive but not significant effect on Work 
Motivation on Perception of Performance, andGender moderation toopositive but not 
significant effect on Compensation on Perception of Performance, both hypotheses 
cannot be accepted. 

Discussion 
Tests on the effect of compensation on performance perceptions were confirmed to 

have positive results. Conceptually, compensation is one of the important practices in 
human resource management which has a direct influence on perceptions of performance, 
as is the case with the performance of fast food company employees, where compensation 
is very important for employees because the amount of compensation that employees 
receive reflects the size of the work value and employee performance(Ekhsan & Septian 
2020). Thus, the results of testing this hypothesis can be supported by previous research 
which proves a positive relationship between compensation and performance 
perceptions(Raine, 2022). 

Testing work motivation can encourage performance perceptions.To increase work 
motivation, fast food companies try to maximize the potential of their employees in 
performance activities carried out where work motivation has a very big influence on 

performance perceptions, this is proven by the higher the employee's work motivation, 
the better the organizational performance will be.(Razak et al., 2018).The results of this 
test are the same as previous research which proves that work motivation has a positive 
relationship with performance perceptions (Loans, 2020). 
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Testing gender moderation has no influence on work motivation and performance 
perceptions. This could happen due to several possibilities among fast food company 
employees, such as the tendency of men and women to lack work motivation regarding 
the responsibilities they are assigned, where this motivation will encourage an increase in 
performance perceptions. For example, men place less importance on efficiency, strength, 
the work they are responsible for and opportunities for advancement, while women place 
less value on other employees who are more pleasant to work with and take less time to 
meet people.(Lasut et al., 2017). From the research conducted, it was found that male and 
female gender moderated work motivation on performance perceptions, that both genders 
had a tendency towards a lack of quality of work carried out within the company, such as 
a lack of individual responsibility regarding the work they carried out. causing a lack of 
tendency for the company to respond regarding their efforts and activities as employees. 
Thus, gender moderation is stated to be inconsistent with the research results(Wuet 

al.,2005) which proves that the moderating role of gender has a positive influence on work 

motivation and performance perceptions. 
Lastly, testing gender moderation has no influence on compensation and performance 

perceptions.The compensation provided by the company is the result of what the 
company gets. Where the company does not see gender as one of its factors.This can 
happen because from the analysis of research results conducted by employees of fast food 
companies, that success in determining inadequate compensation will result in a lack of 
quality in human resources in the work activities carried out, which will be directly related 
to the effectiveness of objectives on employee performance perceptions. based on 
gender(Putri & Setiawati 2021). 

Thus, gender moderation is stated to be inconsistent with the research results (Alfian 
et al., 2020)which proves that the moderating role of gender has a positive influence on 

compensation and performance perceptions. 
 

CONCLUSIONS 

This research examines the influence of compensation and work motivation on 
performance perceptions with gender as a moderator using employee preferences in fast 
food companies in the Jakarta area as the research object. This research uses several 
variables such as performance perceptions, work motivation, compensation, and gender. 
Variables are acceptable except gender moderation which does not have a positive 
influence on work motivation and performance perceptions, becauseBoth genders have a 
tendency towards a lack of quality of work they do in the company, such as a lack of 
responsibility for each of them regarding the work they do, which causes a lack of 
tendency for the company to respond regarding their efforts and activities as 
employees.where this causes a lack of encouragement to get work enthusiasm to improve 

employee performance so that this affects the perception of performance carried out by 
employees in fast food companies. As well as gender moderation which does not have a 
positive influence on compensation and performance perceptions, because success in 
determining inadequate compensation will cause a lack of quality in human resources 
carried out within the company, which will be directly related to the effectiveness of 
objectives on performance perceptions. employees based on gender among employees at 
the fast food company. 

In this research there are several limitations, namely this research only discusses the 
variables of performance perception, work motivation, compensation and gender. This 
research was only conducted in the Jakarta area and examined fast food companies that 
focused on fast food employees. If the scope of the research area was expanded further 
with the number of samples and different companies, the results obtained would also be 
different. This research only discusses gender comparisons between boy and girl. 

Suggestions for future research that will carry out research similar to this is that it is 
hoped that they can add other variables outside of the variables in this research such as 
employee productivity, work life balance, job satisfaction, employee welfare, work 
environment, work stress. Apart from that, future researchers can use other analytical 
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tools such as Amos and Lisrel, and also expand the scope of the research area with 
different age and income characteristics. 

The findings of the current study provide information on the importance of 
understanding how influencescompensation and work motivation on performance 
perceptions with gender moderation among fast food employees in Jakarta. This research 
can help fast food employees in increasing work morale through rewards and other forms 
related to the activities carried out as well as the income, wages and other benefits they 
receive to match what they do. In connection with gender, employees must pay more 
attention to the suitability of the performance carried out for the company so as not to 
cause social jealousy between employees and prioritize the comfort of fellow employees 
when working so that in this case they can create a good performance perception for future 
performance activities. Then, with appropriate compensation and income provided by the 
company to meet their daily needs, they can increase their work morale and increase their 

work morale so that it has a big influence on the growing perception of good performance 
in the company environment. 
 

REFERENCES 
[1] Alam, M. N., Hassan, M. M., Bowyer, D., & Reaz, M. (2020). The effects of wages 

and welfare facilities on employee productivity: Mediating role of employee work 
motivation. Australasian Accounting, Business and Finance Journal, 14(4), 38–60. 

[2] Alfian, M., Firmansyah, M. S., Purwitasari, E., & Dewi, I. P. (2020). Faktor yang 
Mempengaruhi Kinerja Karyawan dengan Gender Sebagai Variabel Moderasi 
(Studi Pada Perguruan Tinggi di Kota Tegal). Jurnal MONEX, 9(2), 152–157. 

[3] Aqmarina, M. N., Rinda, R. T., & Subakti, J. . (2020). Evaluasi Kinerja Karyawan 
Wanita Melalui Konflik Peran Ganda dan Gender. Al Tijarah, 6(3), 108–114. 

[4] Astuti, W., & Amalia, L. (2021). The Relationship Between Work Motivation, Job 

Statisfaction, And Employee Performance : The Moderating Role Of Psycology 
Capital And The Mediating Role Of Organizational Commitment. Jurnal 

Manajemen Teori Dan Terapan, 14(2), 102–128. 

https://doi.org/10.20473/jmtt.v14i2.26192 
[5] Bachtiar, I. H., Supiati, Gazali, Safrin, A., Ramli, A. H., & Mariam, S. (2023). 

Pelatihan Pencatatan Keuangan Usaha Dalam Rangka Pemberdayaan Pelaku 
Ekonomi Kreatif Di Desa Pabben-Tengang. Jurnal Pengabdian Masyarakat AbdiMas, 

9(3), 442–446. https://doi.org/10.47007/abd.v9i05.6729 

[6] Chandra, K., Takaya, R., & Ramli, A. H. (2019). The Effect Of Green Brand 
Positioning, And Green Brand Knowledgeon Brand Image, And Green Purchase 
Intentionin Green Products Consumers. International Journal of Business and 

Management Invention (IJBMI) ISSN, 8(07), 47–52. www.ijbmi.org 

[7] Chin, W. W. (1998). The Partial Least Squares Approach to Structural Equation 
Modelling. Modern Methods for Business Research, 295(2), 295–336. 

[8] Dewi, N. P. K., & Ramli, A. H. (2023). E-Service Quality , E-Trust dan E- 
Customer Satisfaction Pada E-Customer Loyalty Dari Penggunaan E-Wallet OVO. 
Jurnal Ilmiah Manajemen Kesatuan, 11(2), 321–338. 

[9] Diatmono, P., Mariam, S., & Ramli, A. H. (2020). Analysis of Human Capital in 
Talent Management Program, Training and Development to Improve Employee 
Competence Case Study in BSG Group. Business and Entrepreneurial Review, 20(1), 

45–66. https://doi.org/10.25105/ber.v20i1.6812 
[10] Dunggio, M., Chusnah, C., Sukatmajaya, A., & Maulidiya, A. (2022). Peran 

Kompensasi Sebagai Variabel Moderasi Pada Pengaruh Disiplin Kerja Terhadap 
Kinerja Karyawan (Studi Pada PT. SS Danisa Nusantara). Kinerja, 5(01), 96–110. 

[11] Dwianto, A. S., Purnamasari, P., & Tukini. (2019). Pengaruh Kompensasi 

Terhadap Kinerja Karyawan Pada PT. JAEIL INDONESIA. Jurnal Ekonomi Dan 

Ekonomi Syariah (JESYA), 2(2), 209–223. 

[12] Ekhsan, M., & Septian, B. (2020). Pengaruh Stres Kerja , Konflik Kerja dan 

Determinant of 
Employee 

Performance 

 
 
 
 
 
 

_____1595 



Kompensasi Terhadap Kinerja Karyawan. Jurnal Manajemen Strategik 

Kewirausahaan, 1(1), 11–18. 

https://doi.org/https://doi.org/10.37366/master.v1i1.25 
[13] Febriani, F. A., Ramli, A. H., & Reza, H. K. (2023). Pengaruh Budaya Organisasi 

Terhadap Kinerja Karyawan Melalui Keterikatan Karyawan. Jurnal Ilmiah 

Manajemen Kesatuan, 11(2), 309–320. https://doi.org/10.37641/jimkes.v11i2.1999 

[14] Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models With 
Unobservable Variables and Measurement Error. Journal of Marketing Research, 

18(1), 39–50. 

[15] Ghazmahadi, Basri, Y. Z., Kusnadi, & Ramli, A. H. (2020). The Influence Of 
Strategic Management Information System, Strategic Partnership On 
Organizational Performance Mediated By Organizational Culture In Occupational 
Safety and Health (OSH) Service Centre In Indonesia. INTERNATIONAL 

JOURNAL OF CREATIVE RESEARCH AND STUDIES, 4(1), 32–39. 

[16] Hair, J. F., Sarstedt, M., & Ringle, C. M. (2021a). Partial Least Squares Structural 
Equation Modeling. In Handbook of Market Research. https://doi.org/10.1007/978-

3-319-05542-8 
[17] Hair, J. F., Sarstedt, M., & Ringle, C. M. (2021b). Partial Least Squares Structural 

Equation Modeling Marko. In Handbook of Market Research (Issue July). 

https://doi.org/10.1007/978-3-319-05542-8 
[18] Harahap, R. O., & Ramli, A. H. (2023). Pengaruh Work-Life Balance Terhadap 

Perceived Work Productivity Pada Non-Government Organization. Jurnal 

Pengabdian Kepada Masyarakat Nusantara (JPkMN), 4(3), 2915–2922. 

https://doi.org/https://doi.org/10.55338/jpkmn.v4i2.1659 
[19] Hasibuan, S. J., & Silvya, B. (2019). Pengaruh Disiplin Kerja dan Motivasi 

Terhadap Kinerja Karyawan. Seminar Nasional Multidisiplin Ilmu "Inovasi Produk 

Penelitian Pengabdian Masyarakat & Tantangan Era Revolusi 4.0 Industri “, 2(1), 10. 

[20] Hermanto, A. (2017). Teori Gender Dalam Mewujudkan Kesetaraan Menggagas Fikih 

Baru. 5(2), 209–230. 

[21] Imran, B., Arvian, D., & Ramli, A. H. (2020). Work Life Balance Effect (Case 
Investigation on PT PJB Power Plant Maintenance Unit). Proceedings of the 

International Conference on Management, Accounting, and Economy (ICMAE 2020), 

151(Icmae), 68–71. https://doi.org/10.2991/aebmr.k.200915.017 

[22] Khasanah, S., Abduh, S., Tanti, E., & Ramli, A. H. (2021). The Effect of 
Organizational Culture , Job Satisfaction and Compensation Mediated by 
Motivaton on Women Navi’s Performance at The Indonesian Navy Headquarters. 
INTERNATIONAL JOURNAL OF CREATIVE RESEARCH AND STUDIES, 5(5), 

106–115. 

[23] Kustrianingsih, M. R., Minarsih, M. M., & Hasiolan, L. B. (2016). Pengaruh 
Motivasi Kerja,Kepemimpinan dan Iklim Organisasi terhadap Kinerja Karyawan 
pada Dinas Kebudayaan dan Pariwisata Kota Semarang. Journal of Management, 

2(2), 1–15. 

[24] Lasut, E. E., Lengkong, V. P. K., & Ogi, I. W. J. (2017). Analisis Perbedaan Kinerja 
Pegawai Berdasarkan Gender, Usia dan Masa kerja (Studi Dinas Pendidikan 
Sitaro). Jurnal EMBA, 5(2), 2771–2780. 

[25] Latham, G. P., & Pinder, C. C. (2005). Work Motivation Theory and Research at 
the Dawn of the Twenty-First Century. Annual Review of Psychology, 56, 485–516. 

https://doi.org/10.1146/annurev.psych.55.090902.142105 
[26] Latif, D. R., & Harahap, H. (2022). Pengaruh Iklim Komunikasi Organisasi Terhadap 

Motivasi Kerja dan Disiplin Kerja Karyawan Di UNIVERSITAS ESA UNGGUL. 19(1), 

182–199. 
[27] Loan, L. T. M. (2020). The Influence Of Organizational Commitment On 

Employees’ Job Performance: The Mediating Role Of Job Satisfaction. Management 

Science Letters, 10, 3307–3312. https://doi.org/10.5267/j.msl.2020.6.007 

Determinant of 
Employee 
Performance 

 
 
 
 
 
 

1596_____ 



[28] Mariam, S., Aryani, F., Mustikasari, D. S., & Ramli, A. H. (2021). Determinant of 
Net Interest Margin Banking In Indonesia, During The Period 2009 - 20018. Ilomata 

International Journal of Management, 2(4), 300–308. 

https://doi.org/10.52728/ijjm.v2i4.385 
[29] Mariam, S., Febrian, E., Anwar, M., Sutisna, Imran, B., & Ramli, A. H. (2020). 

Unique Capability for Poultry Distributor Companies. Proceedings of the International 

Conference on Management, Accounting, and Economy (ICMAE 2020), 151(Icmae), 54–

58. https://doi.org/10.2991/aebmr.k.200915.014 
[30] Mariam, S., Panji Kresna, E., & Ramli, A. H. (2022). The Effect of Diferentiation, 

Price, and Facility on Customers’ Satisfaction (Case Study on Goen Authentic In 
East Jakarta). Majalah Ilmiah Bijak, 19(1), 96–106. 

https://doi.org/10.31334/bijak.v19i1.2193 
[31] Mariam, S., Putra, A. H. P. K., Ramli, A. H., & Aryani, F. (2023). Analysis of the 

Effect of Debt Level , Market Orientation , and Financial Literacy on 
Microenterprise Financial Performance : The Mediating Role of Consumer 
Behaviour. ATESTASI: JURNAL ILMIAH AKUNTANSI, 6(2), 469–494. 

https://doi.org/doi.org/10.57178/atestasi.v6i2.706 : 2621-1963 : 2621-1505 
[32] Mariam, S., & Ramli, A. H. (2017). Determinan Kinerja Perusahaan pada 

Distributor Unggas di Provinsi DKI Jakarta. Seminar Nasional Cendekiawan Ke 3 

Tahun 2017, Buku 2, 3(2), 413–417. https://doi.org/10.25105/semnas.v0i0.4521 

[33] Mariam, S., & Ramli, A. H. (2019). The effect of work passion, work engagement, 
and job satisfaction on turnover intention (Empirical study: PT. Bank Mandiri 
(Persero) Tbk). The 1st International Conference on Business, Accounting, Supply 
Chain and Logistic, 219. 

[34] Mariam, S., & Ramli, A. H. (2022). Pengenalan Digital Marketing E-Katalog bagi 

UMKM Binaan Jakpreneur. Jurnal Komunitas : Jurnal Pengabdian Kepada 

Masyarakat, 5(1), 74–83. https://doi.org/10.31334/jks.v5i1.2429 

[35] Mariam, S., & Ramli, A. H. (2023). Pelatihan Dan Pendampingan Membangun 
Praktik Digital Marketing Unggul Untuk Peningkatan Pemasaran UMKM Di Kota 
Jakarta Barat. Indonesian Collaboration Journal of Community Services, 3(4), 379–390. 

https://doi.org/https://doi.org/10.53067/icjcs.v3i4.149 
[36] Mariam, S., & Ramli, A. H. (2020). Peran Mediasi Strategic Change Management 

pada Usaha Mikro Kecil dan Menengah dalam Kondisi Pandemik Covid-19. 
Prosiding Seminar Stiami, 7(2), 46–52. 

https://ojs.stiami.ac.id/index.php/PS/article/view/954 
[37] Meidiyanty, E., Ramli, A. H., & Mariam, S. (2023). Peran Mediasi Dari Inovasi 

Karyawan Pada Hubungan Antara Internet Banking dan Kinerja Karyawaan. 
Jurnal Bisnisman: Riset Bisnis Dan Manajemen, 5(2), 106–117. 

https://doi.org/https://doi.org/10.52005/bisnisman.v5i2.162 
[38] Mikkelsen, M. F., Jacobsen, C. B., & Andersen, L. B. (2015). Managing Employee 

Motivation: Exploring the Connections Between Managers’ Enforcement Actions, 
Employee Perceptions, and Employee Intrinsic Motivation. International Public 

Management Journal, 0(0), 1–23. https://doi.org/10.1080/10967494.2015.1043166 

[39] Mulya, M. R. Z., & Ramli, A. H. (2023). PENGARUH AGILE WORK 
PRACTICE TERHADAP SAFETY COMPLIANCE DAN EMOTIONAL 
FATIGUE MELALUI JOB DEMAND PADA WARTAWAN INDONESIA. 
Jurnal Aplikasi Manajemen Dan Bisnis, 9(3), 1020–1027. 

https://doi.org/http://dx.doi.org/10.17358/jabm.9.3.1020 
[40] Mulyadi, H., Basri, Y. Z., Ramli, A. H., & Takaya, R. (2020). Influence of 

Competency , Organization Learning On Strategic Change Management and Its 

Implications on Military Sealift Command. International Journal of Business and 

Management Invention, 9(10), 13–21. https://doi.org/10.35629/8028-0910011321 

[41] Novarian, F., & Ramli, A. H. (2020). The Mediating Role of Job Satisfaction in the 
Hospital. Proceedings of the International Conference on Management, Accounting, and 

Determinant of 
Employee 

Performance 

 
 
 
 
 
 

_____1597 



Economy (ICMAE 2020), 151(Icmae), 293–297. 

https://doi.org/10.2991/aebmr.k.200915.066 
[42] Nurcahyani, N. made, & Adnyani, I. G. A. D. (2016). Pengaruh Kompensasi dan 

Motivasi terhadap Kinerja Karyawan dengan Kepuasan Kerja sebagai Variabel 
Interventing. E-Jurnal Manajemen Unud, 5(1), 500–532. 

[43] Nurdiansyah, R., Mariam, S., Ameido, M. A., & Ramli, A. H. (2020). Work 
Motivation, Job Satisfaction and Employee Performance. Business and 

Entrepreneurial Review, 20(2), 153–162. https://doi.org/10.25105/ber.v20i2.8006 

[44] Paramitadewi, K. F. (2017). Pengaruh Beban Kerja dan Kompensasi terhadap 
Kinerja Pegawai Sekretariat Pemerintah Daerah Kabupaten Tabanan. E-Jurnal 

Manajemen Unud, 6(6), 3370–3397. 

[45] Priarso, M. T., Diatmono, P., & Mariam, S. (2018). The Effect of Transformational 
Leadership Style, Work Motivation, and Work Environment on Employee 
Performance That in Mediation By Job Satisfaction Variables in Pt. Gynura 
Consulindo. Business and Entrepreneurial Review, 18(2), 165–176. 

[46] Puspitawati, H. (2013). Konsep, Teori Dan Analisis Gender. Jurnal Ilmu Sosial Dan 

Humaniora, 1–13. 

[47] Putra, M. K. A., Haris, I. A., & Meitriana, M. A. (2014). Pengaruh persepsi guru 
tentang gaya kepemimpinan kepala sekolah dan iklim kerja terhadap kinerja guru. 
Jurnal Pendidikan Ekonomi, Vol.4(1), 1–10. 

[48] Putri, R. N., & Setiawati, E. (2021). Pengaruh Kompensasi Manajemen Terhadap 
Tax Avoidance Dengan Moderasi Diversifikasi Gender Direksi Dan Preferensi 
Risiko Eksekutif Perusahaan di Indonesia (Studi Empiris Perusahaan Manufaktur 
yang Terdaftar di Bursa Efek Indonesia Tahun 2017-2019). Proceeding Seminar 

Nasional & Call For Papers, 4(1), 675–686. 

[49] Raine, O. A. (2022). The Influence of Low Wage Compensation on Employee Motivation 

in an Institution of Higher Education: A Qualitative Exploratory Case Study. 1–109. 

[50] Ramli, A. H. (2019). Organizational Commitment and Employee Performance At 
Distributor Companies. Business and Entrepreneurial Review, 17(2), 121. 

https://doi.org/10.25105/ber.v17i1.5193 
[51] Ramli, A. H. (2020). Employee Innovation Behavior in Health Care. Proceedings of 

the International Conference on Management, Accounting, and Economy (ICMAE 2020), 

151(Icmae), 31–34. https://doi.org/10.2991/aebmr.k.200915.008 

[52] Ramli, A. H., Arsil, Takaya, R., & Mariam, S. (2020). Professional Identity in 
Private Hospital. Proceedings of the International Conference on Management, Accounting, 

and Economy (ICMAE 2020), 151(ICMAE), 167–171. 

https://doi.org/10.2991/aebmr.k.200915.039 
[53] Ramli, A. H., & Novariani, F. (2020). Emotional Intelligence, Organizational 

Commitment and Job Performance in the Private Hospital. Proceedings of the 

International Conference on Management, Accounting, and Economy (ICMAE 2020), 

151(Icmae), 280–284. https://doi.org/10.2991/aebmr.k.200915.063 

[54] Razak, A., Sarpan, S., & Ramlan, R. (2018). Effect of Leadership Style , Motivation 
and Work Discipline on Employee Performance in PT . ABC Makassar. 
International Review of Management and Marketing, 8(6), 67–71. 

https://doi.org/10.32479/irmm.7167 
[55] Rinaldi, G., & Ramli, A. H. (2023). Pengaruh Tranformational Leadership 

Terhadap Turnover Intention Pada Karyawan Perusahaan Swasta di Jakarta. 
Jurnal Pengabdian Kepada Masyarakat Nusantara (JPkMN), 4(4), 3088–3094. 

https://doi.org/http://doi.org/10.55338/jpkmn.v4i4. 1699 
[56] Rizky, A. O., Ramli, A. H., & Mariam, S. (2023). LEADER-MEMBER 

EXCHANGE , COMMUNICATION SATISFACTION , JOB SATISFACTION 
, EMPLOYEE ENGAGEMENT DAN EMPLOYEE PERFORMANCE. 
JURNAL LENTERA BISNIS, 12(September), 667–682. 

https://doi.org/10.34127/jrlab.v12i3.891 

Determinant of 
Employee 
Performance 

 
 
 
 
 
 

1598_____ 



[57] Rumaidlany, D., Mariam, S., & Ramli, A. H. (2022). Pengaruh Brand Image Dan 
Brand Awareness Terhadap Keputusan Pembelian Pada Mc Donald’S Di 
Palmerah Jakarta Barat. Jurnal Lentera Bisnis, 11(2), 102. 

https://doi.org/10.34127/jrlab.v11i2.567 
[58] Ruswati, E., Rosita, A. R., & Januarko, U. (2013). Aplikasi Teori Kebutuhan ERG 

Alderfer Terhadap Motivasi Karyawan Rumah Sakit Islam Hidayatullah 
Yogyakarta. Forum Ilmiah, 10(2), 165–171. 

[59] Sabri, S. M., Mutalib, H. A., & Hasan, N. A. (2019). Exploring The Elements of 
Employees Motivation In Hospitality Industry. Journal of Tourism, Hospitality and 

Environment Management, 4(14), 13–23. 

[60] Sakti, S. H. (2021). The Influence Of Motivation And Job Satisfaction On 
Performance Employee At Opration Support Services Mall. International Journal Of 

Economic And Business Applied, 2(3), 385–392. 

[61] Salma, A. N., & Ramli, A. H. (2023). Pengaruh Ethical dan Transformational 
Leadership Terhadap Employee Creativity , OCB dan Work Engagement Pada 
UMKM. Jurnal Pengabdian Kepada Masyarakat Nusantara (JPkMN), 4(3), 2946–2953. 

https://doi.org/https://doi.org/10.55338/jpkmn.v4i2.1675 
[62] Samuel, T., & Septina, F. (2020). Pengaruh Motivasi Ekstrinsik d an Motivas i 

Intrinsik t erhadap Kinerja Karyawan CV. Muncul Anugerah Jaya. JEMMA 

(Journal of Economic, Management and Accounting), 3(2), 103–112. 

https://doi.org/10.35914/jemma.v3i2.365 
[63] Sarmijan, Tiarapuspa, & HS, I. (2022). Peran Gender Sebagai Variabel Moderasi 

Pengaruh Work From Home, Work Life Balance dan Kompensasi Terhadap 
Kinerja Pegawai Pada Masa Pandemi COVID-19. JISIP (Jurnal Ilmu Sosial Dan 

Pendidikan), 6(3), 10452–10462. https://doi.org/10.58258/jisip.v6i3.3448 

[64] Silaban, N., & Syah, T. Y. R. (2018). The Influence of Compensation and Organizational 

Commitment on Employees’ Turnover Intention. 20(3), 1–6. 

https://doi.org/10.9790/487X-2003010106 
[65] Siramiati, N. W., Surachman, Hadiwidjojo, D., & Rohman, F. (2016). 

Performance-Based Compensation Effect on Employee Motivation, Satisfaction of 
Employees, and Performance of Employees (Study on Private Universities in the 
Province of Bali): Conceptual Frameworks. International Journal of Business, 

Economics and Law, 11(2), 62–70. 

[66] Situmorang, N., Ramli, A. H., & Reza, H. K. (2023). PENGARUH 
PENGEMBANGAN KARIR TERHADAP TURNOVER INTENTION 
MELALUI KINERJA KARYAWAN YANG DIMODERASI OLEH BUDAYA 
ORGANISASI. Jurnal Lentera Bisnis, 12(September), 633–646. 

https://doi.org/10.34127/jrlab.v12i3.890 

[67] Steven, J., Ramli, A. H., & Mariam, S. (2023). E-Service Quality , E-Wallet Dan 
Kepercayaan Terhadap Minat Beli Pada Pengguna Pembayaran Non Tunai 
Aplikasi Shopee. Jurnal Ilmiah Manajemen Kesatuan, 11(2), 267–278. 

https://doi.org/10.37641/jimkes.v11i2.1997 
[68] Suartina, I. W., & Sadiartha, A. A. N. G. (2019). The Effect of Work Motivation 

on the Employee Performance With Organizational Commitments As Moderation 
Variables At Pt. Asuransi Jiwasraya, Denpasar. Journal of Life Economics, 6(3), 249–

264. https://doi.org/10.15637/jlecon.6.015 
[69] Suharto, Suyanto, & Hendri, N. (2019). The Impact Of Organizational 

Commitment On Job Performance. International Journal of Economics and Business 

Administration, 7(2), 189–206. 

[70] Sukarno, D. B., Umar, H., & Ramli, A. H. (2020). The Effect of Corporate 

Enterpreneurship, Organizational Culture Through Innovation of Firm 
Performance in The Strategic Industry of State Deffense. American Research Journal 

of Business and Management, 6(1), 1–5. https://doi.org/10.21694/2379-1047.20008 

[71] Supiati, S., Hafidah, A., & Ramli, A. H. (2021). Analysis of Market Retribution 

Determinant of 
Employee 

Performance 

 
 
 
 
 
 

_____1599 



Management Systems in Efforts of Increasing Regional Original Income in The 
Office of Pd. Makassar Raya Market, Makassar City. Business and Entrepreneurial 

Review, 21(1), 23–46. https://doi.org/10.25105/ber.v21i1.9224 

[72] Suta, I. G. M. A. B., & Ardana, I. K. (2019). Pengaruh Kompensasi, Persepsi 
Dukungan Organisasi Dan Pengembangan Karir Terhadap Retensi Karyawan. E-

Jurnal Manajemen Universitas Udayana, 8(2), 8047–8074. 

https://doi.org/10.24843/ejmunud.2019.v08.i02.p18 
[73] Suwanto. (2021). Pengaruh Motivasi Terhadap Kinerja Karyawan Pada PT. Fast 

Food Indonesia (Kfc) Pondok Indah Plaza, Jakarta Selatan. Jurnal Arastirma, 1(1), 

15–21. 
[74] Sylvyani, N. R., & Ramli, A. H. (2023). Transformational Leadership , Knowledge 

Sharing Dan Organizational Commitment Terhadap Job Satisfaction. Jurnal Ilmiah 

Manajemen Kesatuan, 11(2), 339–352. https://doi.org/10.37641/jimkes.v11i2.2001 

[75] Takaya, R., Arsil, & Ramli, A. H. (2020). Perceived Organizational Support and 
Turnover Intention. Proceedings of the International Conference on Management, 

Accounting, and Economy (ICMAE 2020), 151(Icmae), 59–63. 

https://doi.org/10.2991/aebmr.k.200915.015 
[76] Tarmiji, Basyah, M. N., & Yunus, M. (2016). Persepsi Siswa Terhadap Kesiapan 

Guru dalam Proses Pembelajaran (Studi Pada SMP Negeri 18 Banda Aceh). Jurnal 

Ilmiah Mahasiswa Pendidikan Kewarganegaraan Unsyiah, 1(1), 41–48. 

[77] Tjahjono, H. K. (2005). Praktik-Praktik Manajemen Sdm Strategik: Pengujian 
Empiris Universalistik Dan Kontinjensi Dalam Menjelaskan Kinerja 
Organisasional. Kinerja, 9(2), 123–134. 

[78] Utama, R., Basri, Y. Z., & Ramli, A. H. (2020). The Influence of Service Quality 
And Product Quality on Customer Loyalty with Customer Satisfaction as 
Mediating on The Purchase Of Indonesian Navy Ships. International Journal of 

Creative Research and Studies, 4(6), 56–67. 

[79] Warr, P. (2008). Work values: Some demographic and cultural correlates. Journal 

of Occupational and Organizational Psychology, 81, 751–775. 

https://doi.org/10.1348/096317907X263638 
[80] Worthley, R., MacNab, B., Brislin, R., Ito, K., & Rose, E. L. (2009). Workforce 

motivation in Japan: An examination of gender differences and management 
perceptions. The International Journal of Human Resource Management, 20(7), 1503–

1520. https://doi.org/10.1080/09585190902983421 
[81] Wu, A. M. S., Tang, C. S. K., & Yan, E. C. W. (2005). Post-retirement voluntary 

work and psychological functioning among older Chinese in Hong Kong. Journal of 

Cross-Cultural Gerontology, 20(1), 27–45. https://doi.org/10.1007/s10823-005-3796-

5 

[82] Yang, J. Te. (2010). Antecedents and Consequences of Job Satisfaction in the Hotel 
Industry. International Journal of Hospitality Management, 29, 609–619. 

https://doi.org/10.1016/j.ijhm.2009.11.002 
[83] Yang, Y., Lee, P. K. C., & Cheng, T. C. E. (2015). Continuous Improvement 

Competence, Employee Creativity, and New Service Development Performance: 
A Frontline Employee Perspective. International Journal of Production Economics : 

Manufacturing System, Strategy & Design, 1–60. 

https://doi.org/10.1016/j.ijpe.2015.08.006 
[84] Younies, H., & Al-Tawil, T. N. (2020). Hospitality Workers’ Reward and 

Recognition. International Journal of Law and Management, 1–15. 

https://doi.org/10.1108/IJLMA-02-2020-0046 
[85] Yunus, R. R. S., Septyanto, D., & Ramli, A. H. (2023). Analysis of Factors 

Affecting Customer Satisfaction and Customer Loyalty in the Shopee Marketplace. 
Majalah Ilmiah Bijak, 20(2), 293–310. 

https://doi.org/https://doi.org/10.31334/bijak.v20i2.3427 
 

Determinant of 
Employee 
Performance 

 
 
 
 
 
 

1600_____ 


