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ABSTRACT  

 

PT. Jenggala Ceramics Bali is one of the major ceramic industry companies in Bali, which until now is still actively producing, 

most of which are done by human workers. The purpose of this study was to determine the Role of Job Satisfaction in Mediating 

the Influence of Financial Compensation, Leadership and Physical Work Environment on Employee Performance at PT. Jenggala 

Ceramics Bali. The quantity of tests utilized was 98 individuals utilizing the soaked example strategy. The information was gathered 

utilizing a Likert scale survey. The information investigation strategy utilized SEM PLS. The outcomes demonstrated that monetary 

remuneration has a huge constructive outcome on worker execution. Initiative has a huge constructive outcome on worker 

execution. The workplace has a huge beneficial outcome on worker execution. Monetary remuneration has a huge beneficial 

outcome on worker work fulfillment. Authority has a huge beneficial outcome on worker work fulfillment. Actual workplace has a 

huge beneficial outcome on worker work fulfillment. Occupation fulfillment has a critical beneficial outcome on representative 

execution. Occupation fulfillment assumes a part in interceding the impact of monetary pay on worker execution. Occupation 

fulfillment assumes a part in intervening the impact of authority on representative execution. Occupation fulfillment assumes a 

part in intervening the impact of the workplace on worker execution at PT. Jenggala Ceramics Bali. 
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INTRODUCTION 

 

Job satisfaction is a feeling of pleasure from a worker in seeing or carrying out his job. If someone feels happy with their job, then 

that person can be said to be satisfied with their job so that employees will be able to improve their performance. Positive and 

negative reactions seen in employees depend on the job satisfaction they get. Satisfaction is the wishes and expectations that have 

been achieved in a person (Turan et al., 2015). The essence is a sense of satisfaction to go forward, and get awards and matters 

related to supervisory issues and employee relations. Job satisfaction is defined as a person's perspective, both positive and negative 

about their work (Gao & Mattila, 2014; Matei et al., 2016). 

 

Employees will give their best if the desires match their expectations, so that employee satisfaction will be fulfilled and from this 

satisfaction the performance of the company will increase. Compensation is something that employees receive in lieu of 

contributing their services to the company (Mustikawati et al., 2017). Also as a form of payment in the form of benefits and 

incentives to motivate employees to increase work productivity (Sanusi et al., 2015). The reward system can include salaries, 

income, pension, vacation money as well as work safety insurance, horizontal transfers to get a position. more challenging or to a 

prime position for the next development, as well as various forms of service (Susanto, 2017). Other variable effected on 

performance also like leadership (Putra et al., 2019; Wright & Pandey, 2009; Yee, 2009). 

 

To meet expectations of future employee productivity levels, there are several factors that influence this, namely job satisfaction 

factors, communication factors, work experience factors, discipline factors, motivation factors, leadership factors, competency 

factors, compensation factors, and work environment factors (Atmadja et al., 2018; Fanggidae et al., 2016; Kumar & Prakash, 

2017; Mantzari & Georgiou, 2019; Saputra, 2019; Sawani et al., 2016; Zhang, 2018). In this case, we want to raise three factors 

that influence employee performance, namely competency factors, compensation factors, and leadership styles in the organization 

(Govindarajan, 2019; Jayawarsa et al., 2020). The selection of these factors is based on that these factors have a major effect on 

employee performance. This study aims to analyze the influence of competency factors, compensation factors, and leadership 

styles in the organization by looking at the point of view of good human resource management (Atmadja et al., 2021; Atmadja & 

Saputra, 2018; Hendri et al., 2020; Saputra, Anggiriawan, et al., 2019). 

 

Performance is the result of work both in quality and quantity achieved by a person in carrying out tasks according to given 

responsibilities (Groen et al., 2017; Sæbø et al., 2018). Employee performance is a performance as a result of performance that can 

be achieved by a person or group of people in an organization both qualitatively and quantitatively, in accordance with their 

respective authorities, duties and responsibilities in an effort to achieve the goals of the organization concerned legally, does not 

violate the law and in accordance with morals or ethics. Achievement or performance is a record of the results obtained from 

certain job functions or activities during a certain period of time (Lin et al., 2018; Stefan-Duicu & Stefan-Duicu, 2015). 

 

The physical work environment is an environment or workplace conditions that can affect or increase work efficiency, including 

workspace layout, indoor light, air temperature and humidity, sound that does not interfere with work concentration, work 

atmosphere within the company, and employee job security (Horton & Wanderley, 2018; Strauss et al., 2017). This study aims to 

prove job of satisfaction as mediator between the financial compensation, with leadership, physical work environment on Employee 

Performance at PT. Jenggala Ceramics Bali. 
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LITERATURE REVIEW AND HYPOTHESIS 

Financial compensation is compensation in the form of a nominal amount that must be given to employees when the time comes 

(Ackert et al., 2019; Carnahan et al., 2010a). This is mandatory for the company in order to comply with applicable laws and 

maintain good relations with its employees (Strauss et al., 2017; Uys & Senekal, 2008). Leadership how is their duties and 

responsibilities in order to achieve the goals of the organization / company that have been previously set (Neal & Tansey, 2010; 

Ruzindana, 1997; Yukl, 1971). Physical work environment is a condition in which all physical conditions that exist in the 

workplace can directly or indirectly affect employee performance and job satisfaction (Farooqui & Nagendra, 2014; Gul et al., 

2018). Job satisfaction is a person's feeling towards their job, where employees will feel satisfied if there is a match between their 

abilities, skills, and expectations with the work that the employee is facing (Al & Anıl, 2016). Performance is a real work result 

that is very important and is expected by an organization and goals set by the organization and ultimately will help the survival of 

the organization on an ongoing basis (Adiputra et al., 2014; Atmadja & Saputra, 2018; Saputra, Juniariani, et al., 2019). 

Financial Compensation on Employee Performance 

According to Jałocha et al., (2014) compensation is one of the organizational or company factors that affect employee performance. 

Thus, it can be concluded that compensation and employee performance are interrelated. According to Carnahan et al., (2010) 

compensation is an acceptance of rewards from service providers to service recipients as an important factor in improving employee 

performance and as an incentive to encourage employees to achieve organizational goals. Providing compensation, it is hoped that 

employees can work productively and have full responsibility and are well established, so that all employees will try to improve 

their performance. Ghani et al., (2016) states that a leader is an agent of change, a company that stands from a group of employees 

who work together to achieve certain goals. It is important for the leader as the driving force of the company to try to find out what 

the employees or members want, which is what drives members to behave in a certain way according to the company's goals. 

Research from Carnahan et al., (2010); Healy (1985); Kirana et al., (2015); Tayyebi & Mina (2017); and Wang et al., (2018) shows 

that compensation has an effect on performance. So that the hypothesis can be formulated as follows: H1: Financial compensation 

have effect on employee performance at PT. Jenggala Ceramics Bali. 

 

Leadership on Employee Performance 

Low employee performance can be caused by leadership problems in a company. Companies must have leaders who can direct 

and utilize existing resources to improve performance. The widespread trust of subordinates in leadership affects the performance 

of a company. Wright & Pandey, (2009) states that a leader is an agent of change, a company that stands from a group of employees 

who work together to achieve certain goals. It is important for the leader as the driving force of the company to try to find out what 

the employees or members want, which is what drives members to behave in a certain way according to the company's goals. 

Research from Kirana et al., (2015); Maguad & Krone (2009); Uys & Senekal (2008); and Yee (2009). H2: employee performance 

affected by leadership at PT. Jenggala Ceramics Bali. 

Physical Work Environment on Employee Performance 

The physical work environment at the company is important to note. Companies that have a safe and comfortable physical work 

environment will make employees feel comfortable working. This provides a feeling of comfort to employees in completing work 

so that in the end the working conditions will be better and help reduce boredom and fatigue (Damayanti, 2019; Strauss et al., 

2017). Employees who work in an inadequate and unsupportive work environment to work optimally will make employees lazy 

and result in low performance. Research from Al & Anıl (2016); Uys & Senekal (2008); and Xu et al., (2019). H3: employee 

performance effected by Physical work environment at PT. Jenggala Ceramics Bali 

 

Financial Compensation on Job Satisfaction 

Ackert et al., (2019) states that employees are the main capital for every company. As capital, employees need to be managed so 

that they remain productive capital. However, managing employees is not easy, because they have different thoughts, feelings, 

status, desires, and backgrounds. Therefore, companies must be able to encourage them to remain productive in doing their 

respective jobs, namely by providing something that creates satisfaction in employees, one of which is through the provision of 

appropriate compensation. According to Iatridis (2018) compensation is one of the factors that affect employee job satisfaction. 

Thus, it can be concluded that the compensation and job satisfaction are related. Research from Gul et al., (2018); and Jałocha et 

al., (2014). H4: Financial compensation has effect on employee job satisfaction at PT. Jenggala Ceramics Bali. 

 

Leadership on Job Satisfaction 

According to Yee (2009) leadership is an effort to use various types of influence that are not coercion to motivate organizational 

members to achieve certain goals. Research from Naiyananont & Smuthranond (2017). H5: Leadership have effect on employee 

job satisfaction at PT. Jenggala Ceramics Bali. 
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Physical Work Environment on Job Satisfaction 

Physical work environment factors have a very big influence in achieving company goals through increasing employee job 

satisfaction in a company. The physical work environment is able to indicate employee job satisfaction in carrying out tasks, all 

physical symptoms in the company that greatly affect themselves than employees in doing the tasks assigned by the company. 

Fanggidae et al., (2016) states that the good equipment used and protection against hazards, good air circulation, adequate lighting 

or lighting and success can not only increase efficiency but can also increase excitement at work. Research by Gul et al., (2018); 

and Naiyananont & Smuthranond (2017). H6: Physical work environment has effect on employee job satisfaction at PT. Jenggala 

Ceramics Bali. 

 

Job Satisfaction on Employee Performance 

There are many factors that affect employee performance, one of which is the employee's job satisfaction, this is because a worker 

certainly expects job satisfaction in his daily work (Kirana et al., 2015). Research from Asry et al., (2018); and Uys & Senekal 

(2008). H7: Employee satisfaction has a positive and significant effect on employee performance at PT. Jenggala Ceramics Bali. 

 

Job Satisfaction as Mediator Between Financial Compensation with Employee Performance 

Providing fair, proper, and reasonable compensation will affect the job satisfaction of an employee. By providing compensation, 

employees can meet their needs. Employee job satisfaction will affect employee performance (Strauss et al., 2017). With job 

satisfaction, it is expected that employee performance will get better. Therefore, job satisfaction mediates the effect of 

compensation on employee performance. Research from Gul et al., (2018); Inegbedion et al., (2020); and Jałocha et al., (2014) H8: 

Job satisfaction as mediator between financial compensation with employee performance at PT. Jenggala Ceramics Bali. 

 

Job Satisfaction as Mediator Between Leadership and Employee Performance 

Job satisfaction as mediator between leadership with performance can be seen when leadership can be well understood by 

employees, it will have an impact on increasing employee job satisfaction (Fanggidae et al., 2016; Harelimana, 2017). After 

employee job satisfaction increases, it affects the employee's performance improvement. Research from Farooqui & Nagendra 

(2014); Röttger et al., (2017); and Yee (2009) H9: Job satisfaction is able to mediate the influence of leadership on employee 

performance at PT. Jenggala Ceramics Bali. 

 

Job Satisfaction as Mediator Between Physical Work Environment with Employee Performance 

Job satisfaction abe as mediator the work environment with performance because the working conditions experienced are, for 

example, cool, not noisy, a safe, comfortable atmosphere and a peaceful, peaceful atmosphere that is felt at work so that 

performance increases Asry et al., (2018); Fanggidae et al., (2016); and Gul et al., (2018). Research from H10: Job satisfaction as 

mediator between physical work environment on employee performance at PT. Jenggala Ceramics Bali. 

RESEARCH METHODS 

This research uses a quantitative approach, namely an approach that emphasizes the analysis of processed numerical data with 

statistical methods. Quantitative research is a type of research that results in discoveries that are can be achieved (obtained) by 

using procedures statistics or other means of quantification (measurement). In a quantitative approach, the nature of the relationship 

between variables is analyzed using an objective theory. Research This is an associative research, namely research that aims to 

know the relationship or influence between two or more variables. The type of research used is survey research, namely research 

that takes a sample from a population and uses questionnaire as a tool to collect basic data. This research conducted in order to 

obtain objective and accurate data so that this research was conducted directly. The survey research method is used to obtain or 

collect information data about large populations with using a relatively smaller sample. In this study, the technique used is 

nonprobability sampling, with the type of sampling saturated, namely the sampling technique if population members are used as 

the sample, or the research wants make generalizations with very small errors. Another sample term saturation is a census, where 

members of the population are sampled. Data collection methods in this study using questionnaire, namely a number of written 

questions used for Obtain data from respondents in the form of profile data and main questions concerning the theme and problem 

under study. After calculating the results of the data processing questionnaire quantitative obtained, then the incoming data will be 

analyzed and tested using the multivariate Structural Equation Model (SEM) program technique. 
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RESULTS AND DISCUSSION 

 

Convergent Validity 

 

These results can be seen in Image 1 

 
 

Image 1 

Outer Loading and Path Analysis of Estimated Results 

 

  

While the results of calculations regarding the results of the significance test (bootstrapping) can be seen in Figure 2 
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Image 2 

Boothstrapping  

 

 The √AVE value between -0.214 to 0.717, it mean the model is ok. The model is a strong model criteria, equal is 94.1% 

percent, the remaining 5, 9% percent is While job satisfaction has an equal to 40.8%, Based on these results, the model estimation 

results are included in the strong criteria, meaning that 96.5 percent of the variation in endogenous constructs can be predicted by 

variations in exogenous constructs. Calculations with GoF show an average R2 value of 0.674 while the average Communality is 

0.8606, then the GoF value is √ AR2 * A.Com = √ 0.674 * 0.860 = √ 0.580 = 0.761 This means that the global model is good 

predictive (large ). 

 

Hypothesis test 

 

Table 1 

Path Analysis (Direct Effect) 

Construct T statistik P value 

Leadership ->Work 

satisfaction 
3,701 0,000 

Leadership -

>Performance 
11,587 0,000 

Work satisfaction -

>Performance 
2,355 0,019 

Financial compensation 

->work satisfaction 
3,356 0,000 

Financial compensation 

->Performance 
4,962 0,000 

Physic work 

performance ->Work 

satisfaction 

6,673 0,000 

Physical work 

environment -

>Performance 

13,162 0,000 
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Tabel 2 

Path Analysis andIndirect Effect Test 

Construct T statistik P value 

Leadersehip ->Works 

satisfaction->Performance 
2,362 0,019 

Financial compensation -

>work satisfaction -

>Performance 

2,269 0,024 

Physical work environment 

->work satisfaction-

>performance 

2,292 0,022 

 

Discussion 

 

The results of calculations regarding the effect of financial compensation on employee performance show significant. According 

to Strauss et al., (2017) compensation is one of the organizational or company factors that affect employee performance. Thus, it 

can be concluded that compensation and employee performance are interrelated. According to Healy (1985) compensation is an 

acceptance of rewards from service providers to recipients. services as an important factor in efforts to improve employee 

performance and as an incentive to encourage employees to achieve organizational goals Compensation, it is hoped that employees 

can work productively and have full responsibility and are well established, so that all employees will strive to improve their 

performance Ng et al., (2019) states that a leader is an agent of change, a company that stands from a group of employees who 

work together to achieve certain goals. It is important for leaders as the driving force of the company to try to find out what 

employees or members want members behave in a certain way according to the company's goals. The results of this study are in 

accordance with (Carnahan et al., 2010b; Gu et al., 2020). 

 

The results of this test prove that leadership om employee performance is significant. Low employee performance can be caused 

by leadership problems in a company (Arnold et al., 2000). Companies must have leaders who can direct and utilize existing 

resources to improve performance (Agustia et al., 2019). The widespread trust of subordinates in leadership affects the performance 

of a company. As well as with (Adiputra et al., 2014; Bustaman et al., 2018; Lado & Alonso, 2017; Singh & Singh, 2018). 

 

The test results show physical work environment on employee performance is significant. The physical work environment at the 

company is important to note. Companies that have a safe and comfortable physical work environment will make employees feel 

comfortable working. This gives employees a sense of comfort in completing work so that in the end the working conditions will 

be better and help reduce boredom and fatigue (Lee et al., 2018). Employees who work in an inadequate and unsupportive work 

environment to work optimally will make employees lazy and result in low performance. As well as Hürtgen & Voswinkel (2012); 

and Röttger et al., (2017). 

 

The results show that financial compensation on job satisfaction is significant. Strauss et al., (2017) states that employees are the 

main capital for every company. As capital, employees need to be managed so that they remain productive capital. However, 

managing employees is not easy, because they have different thoughts, feelings, status, desires, and backgrounds. Therefore, 

companies must be able to encourage them to remain productive in doing their respective jobs, namely by providing something 

that creates satisfaction in employees, one of which is through the provision of appropriate compensation. The results of this study 

are consistent with Ackert et al., (2019); and Sawani et al., (2016). 

 

The results show that leadership on employee job satisfaction is significant. According to Getha-taylor et al., (2011) leadership is 

an effort to use various types of influence that are not coercion to motivate organizational members to achieve certain goals. 

Basically, motivating means that it must be done as an activity to encourage members of the organization to carry out certain 

activities that are not coercive and lead to goals. According to Stewart et al., (2011) leadership is an effort to influence many people 

through communication to achieve goals, how to influence people with instructions or commands, actions that cause others to act 

or respond and cause positive change, an important dynamic force that motivates and coordinates organizations in order to achieve 

goals, the ability to create self-confidence and support from subordinates so that organizational goals can be achieved. The results 

of this study are consistent with Amanchukwu et al., (2015); Naiyananont & Smuthranond (2017); and Röttger et al., (2017). 

 

The results showed that the physical work environment had a positive and significant effect on employee job satisfaction. Physical 

work environment factors have a very big influence in achieving company goals through increasing employee job satisfaction in a 

company (Inegbedion et al., 2020). The physical work environment is able to indicate employee job satisfaction in carrying out 

tasks, all physical symptoms in the company that greatly affect themselves than employees in doing the tasks assigned by the 

company. Fanggidae et al., (2016) states that the good equipment used and protection against hazards, good air circulation, adequate 

lighting or lighting and success can not only increase efficiency but can also increase excitement at work. The results of this study 

are consistent with Fanggidae et al., (2016); Gul et al., (2018); and Lerner et al., (2009). 

 

The results show job satisfaction on employee performance is significant. There are many factors that affect employee performance, 

one of which is the employee's job satisfaction, this is because a worker certainly expects job satisfaction in his daily work (Al & 

Anıl, 2016). Employees who are satisfied with their work are more likely to talk positively about their organization, help others, 

and do their job performance exceed normal expectations. Based on this, it can be concluded that job satisfaction has an important 
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meaning for employees and companies, especially for the creation of a positive situation in the work environment (Magee et al., 

2017). The results of this study are consistent with Groen et al., (2017); Lau & Moser (2008); and Setiawan & Basuki (2018). 

 

The results show that job satisfaction as mediator between financial compensation and employee performance. Providing fair, 

proper, and reasonable compensation will affect the job satisfaction of an employee. By providing compensation, employees can 

meet their needs (Groen et al., 2017; Lerner et al., 2009). Employee job satisfaction will affect employee performance. With job 

satisfaction, it is expected that employee performance will get better. Therefore, job satisfaction mediates the effect of 

compensation on employee performance. The results of this study are in accordance with Gul et al., (2018). The results showed 

job satisfaction as mediator between leadership and employee performance. it will have an impact on increasing employee job 

satisfaction. After employee job satisfaction increases, it affects the employee's performance improvement. As well as Ackert et 

al., (2019); and Farimani & Yazdi (2015). The test results show that job satisfaction can mediate the effect of job satisfaction on 

employee performance. The relationship of job satisfaction mediates the work environment on performance because the working 

conditions experienced are, for example, cool, not noisy, a safe, comfortable atmosphere and a peaceful, peaceful atmosphere that 

is felt at work so that performance increases. This research is in accordance with Maestrini et al., (2018); and William & The 

(2016). 

 

CONCLUSION 

 

In view of the exploration results, it very well may be inferred that monetary pay has a critical constructive outcome on worker 

execution, administration has a huge beneficial outcome on representative execution, workplace has a huge constructive outcome 

on representative execution, monetary remuneration has a huge constructive outcome on occupation fulfillment, initiative has a 

huge beneficial outcome on representative occupation fulfillment. , actual workplace has a huge beneficial outcome on worker 

work fulfillment, work fulfillment has a huge beneficial outcome on representative execution, work fulfillment assumes a part in 

interceding the impact of monetary pay on worker execution, work fulfillment assumes a part in intervening the impact of 

administration on worker execution, work fulfillment assumes a part in intervening the impact workplace on worker execution at 

PT. Jenggala Ceramics Bali. 

 

REFERENCES 

 

Ackert, L. F., Church, B. K., Venkataraman, S., & Zhang, P. (2019). The joint impact of accountability and transparency on 

managers’ reporting choices and owners’ reaction to those choices. Journal of Accounting and Public Policy, 38(2), 130–145. 

https://doi.org/10.1016/j.jaccpubpol.2019.02.005 

Adiputra, I. M. P., Atmadja, A. T., & Saputra, K. A. K. (2014). Culture of Tri Hita Karana as Moderating Effect of Locus of 

Control on the Performance of Internal Auditor (Studies in the Office of the Provincial Inspectorate in Bali). Research Journal of 

Finance and Accounting, 5(22), 27–36. 

Agustia, D., Dianawati, W., & Indah, D. R. A. (2019). Managerial Ownership, Corporate Social Responsibility Disclosure and 

Corporate Performance. Management of Sustainable Development, 10(2), 67–71. https://doi.org/10.2478/msd-2019-0011 

Al, A. D., & Anıl, İ. (2016). The Comparison of the Individual Performance Levels Between Full-time and Part-time Employees: 

The Role of Job Satisfaction. Procedia - Social and Behavioral Sciences, 235(October), 382–391. 

https://doi.org/10.1016/j.sbspro.2016.11.048 

Amanchukwu, R. N., Stanley, G. J., & Ololube, N. P. (2015). A Review of Leadership Theories , Principles and Styles and Their 

Relevance to Educational Management. Management Journal, 5(1), 6–14. https://doi.org/10.5923/j.mm.20150501.02 

Arnold, J. A., Arad, S., Rhoades, J. A., & Drasgow, F. (2000). The empowering leadership questionnaire : The construction and 

validation of a new scale for measuring leader behaviors. Journal of Organizational Behavior, 21(January), 249–269. 

https://doi.org/10.1002/(SICI)1099-1379(200005)21 

Asry, S., Rafidi, M., & Obaid, R. R. (2018). Integrating Religiosity into Fraud Triangle Theory : Empirical Findings from 

Enforcement Officers. January, 131–144. 

Atmadja, A. T., & Kurniawan Saputra, K. A. (2018). The influence of role conflict, complexity of assignment, role obscurity and 

locus of control on internal auditor performance. Academy of Accounting and Financial Studies Journal, 22(5), 1–5. 

Atmadja, A. T., & Saputra, K. A. K. (2018). Determinant Factors Influencing The Accountability Of Village Financial 

Management. Academy of Strategic Management Journal, 17(1), 1–9. 

Atmadja, A. T., Saputra, K. A. K., & Koswara, M. K. (2018). The Influence Of Village Conflict, Village Apparatus Ability, Village 

Facilitator Competency And Commitment Of Local Government On The Success Of Budget Management. Academy of Accounting 

and Financial Studies Journal, 22(1), 1–11. 



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 24, Issue 2 (April)                                                                                               

ISSN 2289-1560 
 2021 

 

 80 

 

 

Atmadja, A. T., Saputra, K. A. K., Tama, G. M., & Paranoan, S. (2021). Influence of Human Resources. Journal of Asian Finance, 

Economics and Business, 8(2), 563–570. https://doi.org/10.13106/jafeb.2021.vol8.no2.0563 

Bustaman, Amalia, E., & Jalaluddin. (2018). A Performance Analysis of Village Fund Management : A Case Study in Lut Tawar 

District – Indonesia. Journal of Accounting Research, Organization and Economics, 1(2), 112–121. 

Carnahan, S., Agarwal, R., & Campbell, B. (2010a). The Effect of Firm Compensation Structures on the Mobility and 

Entrepreneurship of Extreme Performers. Business, 490(September 2009), 1–43. https://doi.org/10.1002/smj 

Carnahan, S., Agarwal, R., & Campbell, B. (2010b). The Effect of Firm Compensation Structures on the Mobility and 

Entrepreneurship of Extreme Performers. Business, 789(December 2007), 1–43. https://doi.org/10.1002/smj 

Damayanti, N. N. S. R. (2019). The Effect of Work Engagement and Self-Efficacy on Job Burnout of Credit Analyst. International 

Journal of Applied Business and International Management, 4(3), 113–120. https://doi.org/10.32535/ijabim.v4i3.689 

Fanggidae, R. E., Suryana, Y., Efendi, N., & Hilmiana. (2016). Effect of a Spirituality Workplace on Organizational Commitment 

and Job Satisfaction (Study on the Lecturer of Private Universities in the Kupang City -Indonesia). Procedia - Social and 

Behavioral Sciences, 219(December 2015), 639–646. https://doi.org/10.1016/j.sbspro.2016.05.045 

Farimani, A., & Yazdi, A. F. (2015). Impact of institutional ownership persistence on corporate performance of firms listed on the 

Tehran stock exchange. Advances in Environmental Biology, 9(4), 541–554. https://doi.org/10.6007/IJARAFMS/v5-3/1821 

Farooqui, M. S., & Nagendra, A. (2014). The Impact of Person Organization Fit on Job Satisfaction and Performance of the 

Employees. Procedia Economics and Finance, 11(14), 122–129. https://doi.org/10.1016/s2212-5671(14)00182-8 

Gao, Y., & Mattila, A. S. (2014). Improving consumer satisfaction in green hotels: The roles of perceived warmth, perceived 

competence, and CSR motive. International Journal of Hospitality Management, 42, 20–31. 

https://doi.org/10.1016/j.ijhm.2014.06.003 

Getha-taylor, H., Holmes, M. H., Jacobson, W. S., Morse, R. S., & Sowa, J. E. (2011). Focusing the Public Leadership Lens : 

Research Propositions and Questions in the Minnowbrook Tradition. Journal of Public Administration Research and Theory, 21, 

83–97. https://doi.org/10.1093/jopart/muq069 

Ghani, N. M. A., Yunus, N. S. N. M., & Bahry, N. S. (2016). Leader’s Personality Traits and Employees Job Performance in Public 

Sector, Putrajaya. Procedia Economics and Finance, 37(16), 46–51. https://doi.org/10.1016/s2212-5671(16)30091-0 

Govindarajan, V. (2019). Impact of participation in the budgetary process on managerial attitudes and performance: Universalistic 

and contingency perspectives. Management Control Theory, 321–341. 

Groen, B. A. C., Wouters, M. J. F., & Wilderom, C. P. M. (2017). Employee participation, performance metrics, and job 

performance: A survey study based on self-determination theory. Management Accounting Research, 36, 51–66. 

https://doi.org/10.1016/j.mar.2016.10.001 

Gu, M., Yang, L., & Huo, B. (2020). The impact of information technology usage on supply chain resilience and performance: An 

ambidexterous view. International Journal of Production Economics, October, 107956. https://doi.org/10.1016/j.ijpe.2020.107956 

Gul, H., Usman, M., Liu, Y., Rehman, Z., & Jebran, K. (2018). Does the effect of power distance moderate the relation between 

person environment fit and job satisfaction leading to job performance? Evidence from Afghanistan and Pakistan. Future Business 

Journal, 4(1), 68–83. https://doi.org/10.1016/j.fbj.2017.12.001 

Harelimana, J. B. (2017). Impact of Mobile Banking on Financial Performance of Unguka Microfinance Bank Ltd, Rwanda. Global 

Journal of Management and Business Research: C Finance Volume, 17(4), 1–13. https://doi.org/10.30876/johr.4.1.2018.26-40 

Healy, P. M. (1985). The effect of bonus schemes on accounting decisions. Journal of Accounting and Economics, 7(1–3), 85–

107. https://doi.org/10.1016/0165-4101(85)90029-1 

Hendri, H., Yuliantoro, & Ama, M. K. (2020). Determinats of Fraud Prevention and Financial Performance as an Intervening 

Variable. International Journal of Economics and Financial Issues, 10(1), 19–26. 

Horton, K. E., & Wanderley, C. de A. (2018). Identity conflict and the paradox of embedded agency in the management accounting 

profession: Adding a new piece to the theoretical jigsaw. Management Accounting Research, 38, 39–50. 

https://doi.org/10.1016/j.mar.2016.06.002 

Hürtgen, S., & Voswinkel, S. (2012). Subjektivierung der Biographie. Lebensorientierungen und Anspruchshaltungen. 



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 24, Issue 2 (April)                                                                                               

ISSN 2289-1560 
 2021 

 

 81 

 

 

Osterreichische Zeitschrift Fur Soziologie, 37(4), 347–365. https://doi.org/10.1007/s11614-012-0060-4 

Iatridis, G. E. (2018). Accounting discretion and executive cash compensation: An empirical investigation of corporate governance, 

credit ratings and firm value. Journal of International Financial Markets, Institutions and Money, 55, 29–49. 

https://doi.org/10.1016/j.intfin.2018.02.008 

Inegbedion, H., Inegbedion, E., Peter, A., & Harry, L. (2020). Perception of workload balance and employee job satisfaction in 

work organisations. Heliyon, 6(1), e03160. https://doi.org/10.1016/j.heliyon.2020.e03160 

Jałocha, B., Krane, H. P., Ekambaram, A., & Prawelska-Skrzypek, G. (2014). Key Competences of Public Sector Project Managers. 

Procedia - Social and Behavioral Sciences, 119, 247–256. https://doi.org/10.1016/j.sbspro.2014.03.029 

Jayawarsa, A. A. K., Purnami, A. A. S., & Saputra, K. A. K. (2020). Budgetary slack: Participation perspective, information 

asymmetry, and local wisdom of Tri Hita Karana. Journal of Advanced Research in Dynamical and Control Systems, 12(1), 210–

217. https://doi.org/10.5373/JARDCS/V12I1/20201031 

Kirana, K., Fee, T., Johari, J., & Ain, N. (2015). The Perception of Gen Y on Organizational Culture , Religiosity and Corruption 

in Malaysian Public Organizations. Procedia Economics and Finance, 31(15), 251–261. https://doi.org/10.1016/S2212-

5671(15)01227-7 

Kumar, S., & Prakash, N. (2017). Social Science & Medicine Effect of political decentralization and female leadership on 

institutional births and child mortality in rural Bihar , India. Social Science & Medicine, 185, 171–178. 

https://doi.org/10.1016/j.socscimed.2017.04.013 

Lado, M., & Alonso, P. (2017). El modelo de Cinco Factores y el desempeño en el trabajo en puestos de poca complejidad: una 

síntesis cuantitativa. Revista de Psicologia Del Trabajo y de Las Organizaciones, 33(3), 175–182. 

https://doi.org/10.1016/j.rpto.2017.07.004 

Lau, C. M., & Moser, A. (2008). Behavioral Effects of Nonfinancial Performance Measures: The Role of Procedural Fairness. 

Behavioral Research in Accounting, 20(2), 55–71. https://doi.org/10.2308/bria.2008.20.2.55 

Lee, C., Cheng, C. F., Chuang, M. T., Hsu, W. C., Chen, Y. H., & Cheng, K. T. (2018). How transparency and accountability 

matter in regulating the Taiwan Water Supply Corporation. Utilities Policy, 52(521), 50–58. 

https://doi.org/10.1016/j.jup.2018.04.004 

Lerner, M., Azulay, I., & Tishler, A. (2009). The role of compensation methods in corporate entrepreneurship. International Studies 

of Management and Organization, 39(3), 53–81. https://doi.org/10.2753/IMO0020-8825390303 

Lin, X. S., Chen, Z. X., Ashford, S. J., Lee, C., & Qian, J. (2018). A self-consistency motivation analysis of employee reactions to 

job insecurity: The roles of organization-based self-esteem and proactive personality. Journal of Business Research, 92(October 

2017), 168–178. https://doi.org/10.1016/j.jbusres.2018.07.028 

Maestrini, V., Luzzini, D., Caniato, F., & Ronchi, S. (2018). Effects of monitoring and incentives on supplier performance: An 

agency theory perspective. International Journal of Production Economics, 203(June), 322–332. 

https://doi.org/10.1016/j.ijpe.2018.07.008 

Magee, R. V., سالمة.م , Magee, R. V., Crowder, R., Winters, D. E., Beerbower, E., Bodhi, B., Schindler, S., Pfattheicher, S., 

Reinhard, M.-A., Haddock, G., Foad, C., Windsor-Shellard, B., Dummel, S., Adarves-Yorno, I., Furlotte, C., & Gorski, P. C. 

(2017). No Title الجنائية االجراءات . ABA Journal, 102(4), 24–25. https://doi.org/10.1002/ejsp.2570 

Maguad, B. A., & Krone, R. M. (2009). Total Quality Management & Business Excellence Ethics and moral leadership : Quality 

linkages. Total Quality Management, 20(2), 37–41. https://doi.org/10.1080/14783360802623043 

Mantzari, E., & Georgiou, O. (2019). Ideological hegemony and consent to IFRS: Insights from practitioners in Greece. Critical 

Perspectives on Accounting, 59, 70–93. https://doi.org/10.1016/j.cpa.2018.06.003 

Matei, L., Matei, A., & Lazar, C. G. (2016). Public Service Performance and Good Administration. Socio Economic Empirical 

Evaluations. Procedia Economics and Finance, 39(November 2015), 335–338. https://doi.org/10.1016/s2212-5671(16)30332-x 

Mustikawati, F., Puspitasari, D., Murtini, H., & Gunawan, D. I. (2017). Perception of Village Financial Managers of Accounting 

Fraud Tendency ( Empirical Study in Grobogan District ). 

Naiyananont, P., & Smuthranond, T. (2017). Relationships between ethical climate, political behavior, ethical leadership, and job 

satisfaction of operational officers in a wholesale company, Bangkok Metropolitan region. Kasetsart Journal of Social Sciences, 



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 24, Issue 2 (April)                                                                                               

ISSN 2289-1560 
 2021 

 

 82 

 

 

38(3), 345–351. https://doi.org/10.1016/j.kjss.2016.07.005 

Neal, M. W., & Tansey, R. (2010). The dynamics of effective corrupt leadership : Lessons from Ra fi k Hariri ’ s political career 

in Lebanon. The Leadership Quarterly, 21(1), 33–49. https://doi.org/10.1016/j.leaqua.2009.10.003 

Ng, P. Y., Dayan, M., & Di Benedetto, A. (2019). Performance in family firm: Influences of socioemotional wealth and managerial 

capabilities. Journal of Business Research, 102. https://doi.org/10.1016/j.jbusres.2019.05.026 

Putra, I. B. U., Suprapti, N. W. S., Dewi, I. G. A. M., & Riana, I. G. (2019). INVESTIGATION OF THE ROLE OF SPIRITUAL 

LEADERSHIP AND OCB TO IMPROVE PERFORMANCE. International Journal of Economics, Commerce and Management, 

VII(12), 430–439. 

Röttger, S., Maier, J., Krex-Brinkmann, L., Kowalski, J. T., Krick, A., Felfe, J., & Stein, M. (2017). Social cognitive aspects of 

the participation in workplace health promotion as revealed by the theory of planned behavior. Preventive Medicine, 105. 

https://doi.org/10.1016/j.ypmed.2017.09.004 

Ruzindana, A. (1997). The Importance of Leadership in Fighting Corruption in Uganda. In Corruption and the Global Economy 

(pp. 133–147). 

Sæbø, J. I., Mesheck Moyo, C., & Nielsen, P. (2018). Promoting transparency and accountability with district league tables in 

Sierra Leone and Malawi. Health Policy and Technology, 7(1), 35–43. https://doi.org/10.1016/j.hlpt.2018.01.003 

Sanusi, Z. M., Johari, R. J., Said, J., & Iskandar, T. (2015). The Effects of Internal Control System, Financial Management and 

Accountability of NPOs: The Perspective of Mosques in Malaysia. Procedia Economics and Finance, 28(April), 156–162. 

https://doi.org/10.1016/s2212-5671(15)01095-3 

Saputra, K. A. K. (2019). Case-Based Learning in Forensic Accounting Education. International Journal for Educational and 

Vocational Studies, 1(6), 545–553. https://doi.org/10.29103/ijevs.v1i6.1763 

Saputra, K. A. K., Anggiriawan, P. B., Sanjaya, I. K. P. W., Jayanti, L. G. P. S. E., & Manurung, D. T. H. (2019). The Role of 

Human Resource Accounting and the Synergy of Village Government in Village Fund Management. Journal of Advance Research 

in Dynamical and Control System, 11(11), 303–309. https://doi.org/10.5373/JARDCS/V11I11/20193200 

Saputra, K. A. K., Juniariani, N. M. R., Jayawarsa, A. A. K., & Darma, I. K. (2019). Conflict of Interest Dan Independensi Auditor 

Pada Kantor Akuntan Publik Di Bali. InFestasi, 15(1), 1–9. https://doi.org/10.21107/infestasi.v15i1.5478 

Sawani, Y., Abdillah, A., Rahmat, M., Noyem, J. A., & Sirat, Z. (2016). Employer’s Satisfaction on Accounting Service 

Performance: A Case of Public University Internship Program. Procedia - Social and Behavioral Sciences, 224(August 2015), 

347–352. https://doi.org/10.1016/j.sbspro.2016.05.386 

Setiawan, D., & Basuki, M. A. (2018). Peran auditor intern pemerintah, motivasi, dan kinerja pegawai negeri sipil. Jurnal 

Akuntansi, 22(1), 86–104. https://doi.org/10.24912/ja.v22i1.324 

Singh, V. L., & Singh, M. (2018). A burnout model of job crafting: Multiple mediator effects on job performance. IIMB 

Management Review, 30(4), 305–315. https://doi.org/10.1016/j.iimb.2018.05.001 

Stefan-Duicu, V. M., & Stefan-Duicu, A. (2015). Global Analysis of the Financial Analyst’s Job within a Company. Procedia 

Economics and Finance, 26(15), 261–267. https://doi.org/10.1016/s2212-5671(15)00847-3 

Stewart, G. L., Courtright, S. H., & Manz, C. C. (2011). Self-Leadership: A Multilevel Review. Journal of Management, 37(1), 

185–222. https://doi.org/10.1177/0149206310383911 

Strauss, K., Parker, S. K., & O’Shea, D. (2017). When does proactivity have a cost? Motivation at work moderates the effects of 

proactive work behavior on employee job strain. Journal of Vocational Behavior, 100, 15–26. 

https://doi.org/10.1016/j.jvb.2017.02.001 

Susanto, R. J. (2017). Analysis of Internet Banking Applications and Mobile Banking on the Level of Banking Service Quality. 

International Journal of Business, Economics and Law, 12(3), 32–39. https://www.ijbel.com/wp-content/uploads/2017/05/ECON-

15.pdf 

Tayyebi, R. A. D. R., & Mina, J. (2017). Investigate the Most Important Causes of Job Burnout of Employees ( Case Study : Youth 

and Sports General Directorate of Qom ). 3, 167–174. 

Turan, A., Tunç, A. Ö., & Zehir, C. (2015). A Theoretical Model Proposal: Personal Innovativeness and User Involvement as 



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 24, Issue 2 (April)                                                                                               

ISSN 2289-1560 
 2021 

 

 83 

 

 

Antecedents of Unified Theory of Acceptance and Use of Technology. Procedia - Social and Behavioral Sciences, 210, 43–51. 

https://doi.org/10.1016/j.sbspro.2015.11.327 

Uys, T., & Senekal, A. (2008). Morality of principle versus morality of loyalty : The case of whistleblowing. African Journal of 

Business Ethics, 3(1), 38–45. 

Wang, H. Da, Lin, C. H., & Cho, C. C. (2018). The dark and bright sides of agency problems: Evidence from insider compensation 

of family pyramidal firms. Asia Pacific Management Review. https://doi.org/10.1016/j.apmrv.2018.09.001 

William, M. P., & The, A. J. (2016). Supplemental Material for The Impact of Changing Attitudes, Norms, and Self-Efficacy on 

Health-Related Intentions and Behavior: A Meta-Analysis. Health Psychology. https://doi.org/10.1037/hea0000387.supp 

Wright, B. E., & Pandey, S. K. (2009). Transformational Leadership in the Public Sector : Does Structure Matter ? Journal of 

Public Administration Research and Theory, 20(April), 75–89. https://doi.org/10.1093/jopart/mup003 

Xu, M., Qin, X., Dust, S. B., & DiRenzo, M. S. (2019). Supervisor-subordinate proactive personality congruence and psychological 

safety: A signaling theory approach to employee voice behavior. Leadership Quarterly, 30(4), 440–453. 

https://doi.org/10.1016/j.leaqua.2019.03.001 

Yee, H. (2009). The re-emergence of the public accounting profession in China: A hegemonic analysis. Critical Perspectives on 

Accounting, 20(1), 71–92. https://doi.org/10.1016/j.cpa.2007.03.008 

Yukl, G. (1971). Toward a Behavioral Theory of Leadership. Organizational Behavior and Human Performance, 6, 414–440. 

Zhang, K. (2018). Theory of Planned Behavior:Origins, Development and Future Direction. International Journal of Humanities 

and Social Science Invention, 7(5), 76–83. 

 

 

 

 

 

 

 

 

 

Ida Bagus Udayana Putra 

Warmadewa University,  

Denpasar Bali-Indonesia 

Email: udayanaputra10@gmail.com 


