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ABSTRACT 

There are several factors influences employee satisfaction in organizations. 

Some are intrinsic to the employees while others are extrinsic. A study was 

conducted in PT FAJAR, Makassar to identify multiple factors that 

influence employee job satisfaction.  To explore the reality the study 

follows quantitative research with the support of multiple regression 

analysis.   Major variables correlated with the employee satisfaction in the 

research include training, incentives and awards. An employee placed in 

the organization should have the ownership attitude towards the work as 

well as towards the organization itself to evaluate whether these 

correlations effectively work with or not. Reflection of dissatisfaction or 

satisfaction is closely knit with what an employee observe, experience and 

further evaluate it. Based on reviews, analysis and discussions the study 

conclude that the overall training factors, factors of employment, incentive 

factor and factor rewards has strong influence on employee satisfaction in 

PT FAJAR, Makassar. The research observations support the Human 

Resource division of this organization further to look into its implications 

and fine tune the work and work organization towards better company 

performance.  

Keywords: Human resources, job satisfaction, job placement, training, 

rewards 
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BACKGROUND INFORMATION  

Attempts to reach the company's profits, can be measured through the 

utilization rate of the cost and management of human resources, but the 

most important factor is the benefits provided by the company should be 

in conformity with the employees expectations. Employees are the strength 

of character of any organization. They are the most valuable and important 

plus point among all the asset of any organization. Job satisfaction is a part 

of employee life satisfaction. At the time they placed in an organization, the 

employees should feel that there is no gap between what they expect in 

return of what they extend to the organization. Based on the views of Cascio 

(1998), the placement of employees is a decision, which is based on 

estimates that a person will be more satisfying on a job/position placed on 

certain of the job. This argument is supported by Schuler (1999), and he 

indicates that the higher the fit between job competency requirements with 

the competencies that employees will be carrying have higher job 

satisfaction and work performance. Person-environment (P-E) fit in the 

organization literature is described primarily as the congruence between 

some aspect of the individual and the corresponding aspect of the 

organization (Edwards, 2008). Taking these arguments together, the study 

proposes that the relationship between individual job impact and attitudes 

towards placement is reasonable by P-J fit. While perceptions of job impact 

and fit are related, they are conceptually distinct in that changes may or 

may not be a good fit with an individual’s existing skill set. With due 

consideration to the arguments from various fields this particular study 

thus looked into the factors influencing on Employee Satisfaction at PT  

FAJAR Makassar ". 

LITERATURE REVIEW 

Human Resource Management 

To  provide  an  overview   and   understanding   of   the   human resources, 

following will put forward some opinions about it.  Simamora (1997), 

http://www.ncbi.nlm.nih.gov/pmc/articles/PMC3370148/#R11
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argued that "human resource 

management  (human  resources  management)  is the utilization, 

development, assessment, administration and management remuneration 

of individual members of the organization or group of workers. Dessler 

(1997), argued that "the management of human resources is a policy and  

needed someone to run aspects of the" people "or 

human resources, Sjafruddin (2001), says that" human resource 

management in a business context is a person who works in an organization 

that  is  often  called  the  employees".  Siagian (1999), says that 

"development has benefits both organizations and employees, the benefits 

to the organization, as the opinion of   Milkovich  and  Boudreau (1997), 

says that" in the process of career development is  need  for  coherence 

between the  wishes  of  employees  and  the  interests   of   the  company, 

Milkovich  and  Boudreau (1997), that "the integration between career 

planning and career management includes the activity. (Kartono, 

1979),  Wahjosumidjo (1987),  says  that  "motivation”  is the encouragement  

of  work that arise in a person's  behavior in achieving  specific 

objectives”.  This  is  in  line with the  opinion  of  Hasibuan  (1993),  Wexley 

and  Yuke  (1977),  Purwanto (1990), states that "the motivation  that 

contains three basic ability to mobilize, directs and 

sustains behavior, Bavadal (1992), Nawawi (1997),  Herzberg  (in Locke 

and Henne, 1986)  was  developed  by  Frederick  Herzberg  (in Syadam 

1996), said "there are  two  factors that affect the job one of them is satisfying 

factors  (motivation  factors) also 

called  satisfier  or  intrinsic  motivation.   Wainer (1972), suggests that 

"people  who  have  high  achievement  motivation  Frederick Herzberg  (in  

Syadam 1996) 

Job Satisfaction 

Robbin (1996), says that "job satisfaction is an individual person's general 

attitude toward his work". Siagian (1999), says that "job satisfaction is a 

person's point of view, both positive and negative about his work" .Wexley 

and Yukl (1992), says that "job satisfaction is the way employees feel 
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job. This is a general attitude towards that is based on aspects of his work 

is based on experiences that give pleasure and displeasure of his job and 

the prospects for the experience in the future ". Wether & Davis 

(1989), Siagian (1999), Bernardin and Russel (1993), job 

satisfaction (job satisfaction) is an emotional state that is favorable or 

unfavorable to the views of employees on the job he does Wether & Davis 

(1989), says that "repositioning employees are the reassignment of an 

employee into a new position by adjusting / matching between job 

requirements with individual characteristics. Cascio (1998), Schuler & 

Jacson translated by Nurdin Sobari and Dwi Kartini (1999), says that "the 

wisdom of the repositioning of an employee depends on the fit between the 

skills and abilities as well as knowledge of an employee with the demands 

of work, also a match between the personality, interests, kesukaa as well as 

opportunities and culture associated with the company as a whole 

". Nawawi (1997), says that "planning is the process of selecting and setting 

goals, strategies, methods, budgets, and standards (benchmarks) the 

success of an activity". Implementation of the above-mentioned notion of 

planning HR planning means that the environment of an organization / 

company should do a series of activities set objectives, selecting strategies 

and methods as well as the provision of budget to get a new human 

resources, which is required by the organization / company. According 

Simamora (1997), "an analysis of workers is the collection and examination 

of work activities staple in a position and the qualifications, Prasetya (1998), 

suggests that the" vote is a good mechanism to control people ". Hasibuan 

(2002), that: 1) Assessment focused on improving the effectiveness of 

individuals and organizations. 2) Not based on a universal approach that is 

considered to be effective in all situations and circumstances, should be 

approached from the point of view of descriptive prescriptive, more 

results-oriented and scientific. Uno (2008), says that "incentives are driving 

or incentives for employees who typically are centered on internal motives of 

the individuals in the organization because of internal motives that drive a 

person to work differ individually between each other, the provision of 

incentives is different - beda ". Anggoro and Widiyanti (2005), says that "the 
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incentive is an object that is able to give satisfaction to the needs, drives and 

desires someone".  According to Robbins (1996), says that "repositioning 

employees at a vacant position is basically preceded by a process of 

selection that will be the position.  Robbin (1996), says that "there is a 

decision-making model called optimization model. Optimization model is 

a model of decision-making or a step in the decision making for optimal 

results. Dessler (1983), says that "the basic elements of a skills inventory 

computerized human resources. 

RESEARCH QUESTIONS 

Based on the description of the background, then the problem in this 

research are: 

1. What will be the level of employee satisfaction at PT Fajar Makassar 

of the factors that influence? 

2. What are the factors that influence employee job satisfaction PT 

Harian Fajar Makassar? 

RESEARCH METHODS 

This study followed quantitative research. Goal in conducting quantitative 

research study is to determine the relationship between one thing [an 

independent variable] and another [a dependent or outcome variable] 

within a population. Quantitative research designs are 

either descriptive [subjects usually measured once] 

or experimental [subjects measured before and after a treatment]. A 

descriptive study establishes only associations between variables; an 

experimental study establishes causality.  Quantitative research when 

viewed from the type of data, for trying to obtain objective data, valid and 

reliable by using data in the form of numbers (Sugiyono 2005).   

As a matter of estimation using linear regression analysis according 

Sugiyono (2005: 244) the formula as follows: 
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                            Y = b0 + b1x1 + b2X2 + b3X3 + b4X4 + e 

Where : 

Y = job satisfaction of employees 

X1 = Training 

X2 = Placement 

X3 = Incentives 

X4 = Choice (reward) 

b 0 = Constant 

b1 - b4 = regression coefficient 

e = confounding factors (error terms) 

Hypothesis testing 

H0: Training, job placement, and incentive awards (reward) will not have 

any positive and significant influence on job satisfaction of employees at PT 

Harian Fajar Makassar. 

H1: Training, job placement, and incentive awards (reward) will have 

positive and significant influence on job satisfaction of employees at PT 

Harian Fajar Makassar. 

RESULTS AND DISCUSSION 

Analysis of training, job placement, incentives and awards on employee 

satisfaction  

To determine the influence of the independent variables on the dependent 

variable simultaneously (together) was performed using F test. The 

hypothesis which states that the independent variables simultaneously 

have a significant influence on employee job satisfaction.  To test the 

hypothesis Linear multiple regression, F test and t test are used with.  The 

study used SPSS software to analysis the data. .  
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Multiple linier regression equation used in this research is detailed as 

follows: 

Y = 3.552 + 1.903 + 2.017 X1 + X3 + 2,159X2 1,890X4 

The equation shows that the four regression coefficient is positive. This 

indicates that the independent variables (independent variables) have a 

unidirectional relationship with the dependent variable (dependent 

variables).  

This means that if the scores of the four independent variables viz., training, 

job placement, incentives and awards increase the job satisfaction of 

employees also increases at PT Harian Fajar Makassar. Conversely, any 

decline that occurred in the independent variable will be followed by a 

decline in employee satisfaction. To determine the predictability of the 

measurement viz., the influence of independent variables on dependent 

variable one can observe the coefficient of determination (R ²) where the 

value of R ² is 0.857 or 85.7%, which means there are 85.7% predictability 

may be approximated by the regression equation. The study further 

indicates that almost 15% factors are outside the scope of the study 

variables selected may be having other factors that influence job 

satisfaction, which did not participate in the discussion of the model. These 

factor may be salaries, working conditions, age, facilities and 

infrastructure a. To show the degree of relationship between training, work 

placements, incentives and rewards with employee satisfaction PT Harian 

Fajar Makassar that need further explanations through empirical 

evidences. Based on a conservative measure above, the correlation 

coefficient (R) of 0.926 indicates a very strong positive 

relationship between the independent variables with the dependent 

variable because the correlation coefficient values were in the range from 

0.80 to 1.000 can thus be concluded that the employee satisfaction are 

strongly linked with the independent variables considered for the study.  
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Representation can be described statistically, that the average percentage of 

employee satisfaction statements are calculated based on the merging 

across the independent variables, that can observed as 8.49% (with the 

number of respondents 53 people) with the statement respondents  1 (very 

appropriate). Furthermore, the depiction of the average percentage of 

employee satisfaction statement (with the number of respondents 53 

people) is 59.91% can be called with the statement respondents 2 (as 

appropriate); the average percentage of statement of employee satisfaction 

(with the number of respondents 53 people ) is 18.87% of with the 

statement respondents  3 (appropriately enough); the average percentage 

of statement of employee satisfaction (with the number of respondents 53 

people) was 9.43% can be observed with  the statement of the respondent 4 

( less suitable); while the average percentage of statement of employee 

satisfaction (with the number of respondents 53 people) was 3.30%  with 

the statement of five respondents (not appropriate). Overall average of 

respondents’ statements tends to lie down in appropriate conditions.  

The portrayal of the result of ‘t’ test on training factors (X1) of 2.626, a factor 

of employment (job placement) (X2) is 3.229, incentive factor (X3) of 2.952 

and the factor rewards (X4) at 2.043 indicates a number greater than t table 

by 1.82. Hence the factors of training, job placement factors, factors of 

incentives and rewards factors influence employee job satisfaction. 

The t analysis further indicates that the variable award (X4) amounted to 

2.043 being the lowest compared to three other independent variables, 

meaning that factor award is a principal factor influencing job satisfaction 

of employees. On the other hand the hypotheses on training, work 

placement and incentive factor (X1, X2 and X3) are of the most dominant 

influential factors on employee satisfaction, which are well accounted. 

With multiple correlation coefficients R of 0.734 and a double determination 

of 73.40% imply that there are 73.4% of the data can be explained by the 

regression equation. The dominance of the variable placement of 

employees of the variables of training, incentives and awards due to the 
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placement of employee-owned to support the company's objectives as it 

will have an impact on the satisfaction of the organization and employee 

job satisfaction itself to the task, subsequently the variable placement 

influence the satisfaction employee.  

CONCLUSION 

Based on these discussions it can be concluded that the overall training 

factors, factors of employment, incentive factor and factor 

rewards (reward) has a strong influence on job satisfaction of employees at 

PT Harian Fajar Makassar.  Only single factor, employment (independent 

variable), which shows the average number statistically are at appropriate 

statement compared to the training, incentives and rewards on employee 

job satisfaction (dependent variable). There is a positive and significant 

influence of factors of training, job placement, incentives and rewards on 

employee job satisfaction and significance is attributable to the factor of 

employment. 

SUGGESTION 

The management of people at work is an integral part of the management 

process. To understand the critical importance of people in the organization 

is to recognize that the human element and the organization are 

synonymous. The organization should give importance to job placements. 

Hoever it is envisaged here in this context that the management should give 

due thrust to people competence with the work performance. Adequate 

training and development opportunities viz., with regard to the media 

world information newspapers so employees can learn more about the 

various aspects and insightful, that to be extended to make the employees 

satisfied with the work as well as work organization. It is suggested that, 

the organization should, steer fields for intensive training with particular 

regard to the media world information newspapers so employees can learn 

more about the various aspects and insightful. Factors which cannot be over 

looked into in this research will be included in the upcoming research and 
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will be tested with proper assumptions in the context of PT Harian Fajar 

Makassar. 
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