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	Research aim : This studies seeks to examine the influence of wages and incentives affecting workers' feelings of job satisfaction working at Sumengko shuttlecock MSMEs in Nganjuk.
Design/Methode/Approach : This research employs a quantitative methodology with a causal approach. The studies was conducted at shuttlecock MSMEs located in Sumengko Village, Sukomoro District, Nganjuk Regency. Data was gathered using a questionnaire-based survey, utilizing a total sampling technique, involving the entire research population consisting of 62 employees in 5 shuttlecock manufacturers. The data was analysed using multiple linear regression, and SPSS statistical software made this possible.
Research Finding : The result of the analysis shows that the variables “salary” (X1) and “incentive” (X2) each have a positively and significantly influence on the job satisfaction of employees (Y). In addition, simultaneous tests show that together, these two variables also contribute positively and significantly to Employee Job Satisfaction (Y).
Theoretical contribution/Originality : this study enriches the literature on employee job satisfaction, especially in MSMEs in the shuttlecock sector, which is rarely studied. This study offers a maslow perspective on compensation management.
Practitionel/Policy implication : Incentives in Sumengko Shuttlecock MSMEs in Nganjuk Regency need to be increased because the incentive variable only affects 0.160 equivalent to 16% on employee job satisfaction.
Research limitation : This studies shows that salary and incentive variables contribute 80.1% to employee job satisfaction. The rest, namely 19.9%, is influenced by additional elements that this study did not examine and require further in-depth investigation.
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1. Introduction
MSMEs, or micro, small, and medium-sized businesses, are vital to the Indonesian economy. They account for over 60% of gross domestic product (GDP) and employ greater than 97% of the country's workforce [1]. The existence of MSMEs today not only plays a role in creating jobs for local communities, but also strengthens national economic resilience [2]. As a sector that takes advantage of local potential, MSMEs serve a pivotal function as a means of promoting sustainable and equitable economic expansion [3]. Supporting the development and progress of SMEs (small and medium-sized enterprises), the government also provides tax incentives [4]. MSMEs are also a means for many people to develop entrepreneurship and create innovations in products and services.
Despite having a significantly contribution, MSMEs in Indonesia still face various challenges, especially in the aspect of managing and developing Human Resources (HR). Most MSMEs still have limitations in technical and managerial capabilities, which hinders their growth potential. MSMEs need to manage internal and external factors effectively to ensure optimal growth and development [5]. Effective human resource management is crucial to increase competitiveness, as high-quality human resources can directly affect productivity and business continuity [6]. Companies can build a work environment that encourages employee motivation to provide the best performance and optimal contribution by ensuring they understand the importance of their dedication and role. Ultimately, it will promote the long-term success and sustainability of companies and organizations [7]. The enhancement of high-quality human resources extends beyond technical skills, includes the control of several factors that affect the level of employee job satisfaction an essential component for the sustainability and competitiveness of MSMEs.
Job happiness among employees is crucial in determining the direction of organizational performance and success, particularly in MSMEs, as it directly influences overall productivity and operational efficiency [8]. In the service sector, the extent of customer satisfaction or dissatisfaction, and the extent to which customer expectations are met or exceeded [9]. Job satisfaction can be interpreted as the level of happiness and comfort that employees feel in carrying out their work, which is influenced by various aspects like the workplace, connections with coworkers, awards, and opportunities for self-development [10]. In the context of MSMEs, job satisfaction is often influenced by the balance between the financial and non-financial needs of employees, so managers need to design various policies, programs, and practices that can optimally meet both aspects of these needs [11]. Various factors such as recognition, growth opportunities, and job compatibility with employee skills play an important role in shaping job satisfaction. Therefore, leaders must cultivate a supportive work atmosphere and offer fair compensation, and support career development to increase employee happiness at work. [12].
Employee satisfaction levels can be affected by compensation. Compensation is defined as a form of appropriate and fair reward or reward given to employees as appreciation for their contributions, both in financial and non-financial forms, by the company or industry [13]. According to Maslow's theory of needs (1943), the fulfillment of physiological needs and rewards, which include decent salaries and adequate incentives, are the basis for achieving higher job satisfaction. Employees whose basic needs are met, such as receiving a sufficient salary to meet the needs of life, tend to be more satisfied with their work and more motivated to enhance their performance, as it aligns with their physical requirements, social status, and self-actualization at work [14]. Conversely, low or inadequate salaries can be a barrier to achieving optimal job satisfaction, potentially reducing employee motivation and engagement in their jobs [15].
Remuneration or salary is a monetary or material reward give to employees for their work performance in the company [16]. Wages also help to increase employees' job satisfaction, which motivates them to work harder, increase company productivity, and address challenges such as lack of commitment and engagement that are often encountered in the modern workforce [17]. In the badminton production of MSMEs, there is a discrepancy between the salaries of the employees and the workload they have to cope with, which has an impact on job dissatisfaction. Research shows that employees who feel their salary is not in line with the level of work done tend to feel less motivated and less satisfied [18]. Studies shows that income has a discernible, favourable impact on the job satisfaction of employees at Tony's Villas & Resort in Seminyak, Bali [19]. Both individually and collectively, The impact of compensation on workers' job satisfaction at Nusantara Medan was positively and significantly [15]. Whether considered individually or together, pay has a positively and significantly influence on workers' job happiness [20]. Therefore, adequate salary is important to create work satisfaction among employees, which will subsequently impact their productivity and loyalty to the organization. Therefore, salaries that are in accordance with employee standards and needs are one of the most important elements in raising MSMEs' work happiness. Contentment at work is not only influenced by salary, incentives must also be considered as an appreciation for employees for their hard work.
Incentives as a form of reward for employee achievement or contribution, Studies show that rewards from extrinsics such as bonuses and incentives increase employee satisfaction [21]. According to Maslow (1943), incentives can meet the needs of employee rewards, which is one of the levels of need in the hierarchy of needs. Incentives can also be in the form of additional income in addition to wages or salaries that have been given. Incentives are provided to accommodate workers' and their families' requirements [22]. Providing optimal incentives that are done fairly and transparently will create employees who are motivated to increase morale [23]. Studies reveal that incentives do not significantly affect employee work productivity at PT. Delta Merlin Textile Clothing 1 in Sragen [24]. Providing incentives has a significantly influence on work satisfaction, which thus significantly affects marketing performance in XXX colleges [25]. Incentives significantly and positively affect the level of the Regional Disaster Management Agency's (BPBD) employees' work satisfaction in Sibolga [26]. In MSMEs, adequate incentives can serve as an effective driver to improve employee performance and engagement in the organization [26] . Conversely, dissatisfaction due to incentives that are not proportional to employee contributions can reduce motivation and even reduce morale.
MSMEs making shuttlecocks in Sumengko, Nganjuk, This is caused by a discrepancy between the company's policies and statements, or expectations and reality[27]. Employees feel that the incentives provided do not reflect their contribution to the company's success, leading to a decrease in job satisfaction levels. Fulfilling the need for rewards through fairer and more transparent incentives can improve job satisfaction, increase motivation, and strengthen employee loyalty to the organization. Therefore, the goal of this study is to explore how salary and incentive offerings can enhance employee job satisfaction through the lens of Maslow's hierarchy of needs theory.
This study provides a fresh perspective by focusing on a comprehensive analysis of how salary and incentives influence employee job satisfaction within the MSME sector, particularly in industries like shuttlecock manufacturing in Sumengko, Nganjuk. The research aims to provide insightful information about the connection between pay and work happiness in MSMEs, while also broadening the application of Maslow's hierarchy of needs theory in this context. The primary goal is to evaluate how incentives and pay affect employee satisfaction and to develop policy recommendations that enhance human resource management within the MSME sector. This research is designed to benefit MSME managers by helping them craft more effective compensation strategies to boost employee motivation, productivity, and satisfaction. Moreover, the findings are expected to positively influence the sustainability and growth of MSMEs, particularly in the shuttlecock production industry in Sumengko Village, Nganjuk, Indonesia.
1.1. Statement of Problem
MSMEs in Sumengko Village, Nganjuk Regency, which is a shuttlecock manufacturing center in Nganjuk Regency, are facing challenges in terms of human resource management. MSMEs also realize the importance of salary and incentive factors in increasing employee motivation and productivity. The observation results show that there is a gap related to salary and incentives that can affect the level of job satisfaction. Some employees revealed that the salaries they received were not proportional to the workload they incurred, while the incentive mechanism was considered less transparent. This situation can lead to a decrease in work motivation, reduced loyalty, as well as increased dissatisfaction among employees. If this problem is not addressed, these gaps can interfere with operational performance and impede the accomplishment of business objectives.

1.2. Research Objectives
This study's objective is to examine MSME workers' job satisfaction: a maslow perspective with the theory of their needs with the topic of salary and incentives for employee job satisfaction in Shuttlecock MSMEs located in Sumengko, Nganjuk Regency. Additionally, this study seeks to determine the discrepancy between the empirical findings in Shuttlecock MSMEs and existing theories. In addition, This study aims to complete the investigation gap from previous studies that show differences in results related to the impact of certain variables on employee job satisfaction.



2. Method
This study uses a causality approach and a quantitative methodology. The independent variables analyzed included salary (X1) and incentives (X2), while the bound variable was job satisfaction (Y). This study was carried out on Shuttlecock MSMEs located in Sumengko Village, Sukomoro District, Nganjuk Regency. A questionnaire was used to gather the study's data based on the 5-point Likert scale which was distributed using Google Form to all employees in five shuttlecock manufacturers, namely Aero, Promax, Sadex, Cenline, and Yamada, with a total population of 62 employees. All employees were used as research samples using the total sampling technique. The purpose of this research is to examine the connection between employee job satisfaction and compensation and incentives across five manufacturing companies, who face similar problems related to salaries and incentives. TTests for validity and reliability will be performed on the gathered data prior to being analyzed through multiple linear regression, utilizing SPSS statistical software. This analysis attempts to evaluate how each independent component affects the dependent one.

3. Results and Discussion
The outcomes of data processing from a study involving 62 employees at five shuttlecock manufacturers, namely Aero, Promax, Sadex, Cenline, and Yamada, indicated that the data was gathered via an online questionnaire distributed through Google Forms (https://forms.gle/ZupzndC7hMu59hEB7). The IBM SPSS Statistics 26 software was employed to assess the authenticity and dependability of the study tools. The table below displays the findings.
Table 1. Validity Test Results
	variable
	Item
	r Calculate
	r Table
	Information

	Salary
X1
	X1.1
X1.2
X1.3
X1.4
X1.5
X1.6
	0,740
0,781
0,802
0,805
0,831
0,710
	0.2500
0.2500
0.2500
0.2500
0.2500
0.2500
	Valid
Valid
Valid
Valid
Valid
Valid

	Incentives
X2
	X2.1
X2.2
X2.3
X2.4
X2.5
X2.6
	0,751
0,795
0,800
0,675
0,804
0,868
	0.2500
0.2500
0.2500
0.2500
0.2500
0.2500
	Valid
Valid
Valid
Valid
Valid
Valid

	Employee Job Satisfaction
And
	Y.1
Y.2
Y.3
Y.4
Y.5
Y.6
Y.7
Y.8
	0,678
0,750
0,705
0,744
0,767
0,804
0,789
0,755
	0.2500
0.2500
0.2500
0.2500
0.2500
0.2500
0.2500
0.2500
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid


Source: IBM SPSS 26 2024 data processing
The validity test's findings demonstrated that a questionnaire consisting of 3 variables containing 20 statements, which was answered by 62 people involved in the study, had a greater score of r calculation r table for all statement items. Thus, we may deduce that all of these items are considered valid.
For greater than 0.60 on the Cronbach's Alpha reliability test, as indicated by the Reliability Statistics, demonstrates that the the research tool is considered trustworthy. The table below displays the reliability test results.
Table 2. Reliability Test Results
	Variable
	Cronbach’s Alpha
	Standard
	Information

	Salary (X1)
	0,868
	0,60
	Reliable

	Insentif (X2)
	0,872
	0,60
	Reliable

	Employee Job Satisfaction (Y)
	0,887
	0,60
	Reliable


Source: IBM SPSS 26 2024 data processing
The reliability test results are displayed in the Cronbach's Alpha column, indicating that each variable has an acceptable level of reliability, making them suitable for further research. As shown in the table above, the scores for each item exceed 0.60. The Salary variable yields a score of 0.868, the Incentive variable produces a score of 0.872, and the score for the Employee Job Satisfaction variable is 0.887. Thus, it may be said that every variable satisfies the necessary dependability requirements.
Prior to conducting this study's multiple linear regression analysis, several prerequisites must be met, including the completion of traditional assumption tests including heteroscedasticity, multicollinearity, and normality. The normality test was performed to verify that the variables under study follow a distribution of data that is normal. The results are provided in the table below.
Table 3. Normality Test Results
	One-Sample Kolmogorov-Smirnov Test

	
	Unstandardized Residual

	N
	62

	Normal Parametersa,b
	Mean
	.0000000

	
	Std. Deviation
	3.01796648

	Most Extreme Differences
	Absolute
	.088

	
	Positive
	.088

	
	Negative
	-.055

	Test Statistic
	.088

	Asymp. Sig. (2-tailed)
	.200c,d

	a. Test distribution is Normal.

	b. Calculated from data.

	c. Lilliefors Significance Correction.

	d. This is a lower bound of the true significance.


Source: IBM SPSS 26 2024 data processing
In the normality test using the Kolmogorov-Smirnov method, the Asymp. Since this score is above the specified 0.05 significance level, it may be said that the analyzed data meet the normality assumption.
Additionally, a test for multicollinearity was conducted in order to ascertain whether the regression model's independent variables had a significant association with one another. The table below displays the test results.


Table 4. Multicollinearity Test Results
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	BRIGHT

	1
	Salary
	.984
	1.017

	
	Incentive
	.984
	1.017

	a. Dependent Variable: Employee Job Satisfaction


Source: IBM SPSS 26 2024 data processing
The multicollinearity test's findings showed that each variable's tolerance score was 0.984 (> 0.10) and a VIF score of 1.017 (< 10). As a result, therefore, it may be said that multicollinearity is not present, and all variables have successfully passed the multicollinearity test.
On the other hand, the heteroscedasticity test was conducted using the glacier technique. The table below displays the findings.
Table 5. Heteroscedasticity Test Results
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Mr.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.390
	2.557
	
	1.717
	.091

	
	Salary
	-.031
	.085
	-.047
	-.362
	.718

	
	Incentive
	-.056
	.081
	-.090
	-.692
	.491

	a. Dependent Variable: ABS_RES


Source: IBM SPSS 26 2024 data processing
The results of the heteroscedasticity test showed that the salary variable had a significance score of 0.718, and the incentive variable had a significance score of 0.491, which was greater than 0.05, respectively. Therefore, it can be concluded that there are no symptoms of heteroscedasticity, so these variables are declared to have passed the heteroscedasticity test.
After completing the classical validity, reliability, and assumption testing stages that include normality, multicollinearity, and heteroscedasticity tests, no obstacles were found, and all data were qualified. Furthermore, a linear the dependent variable's response to the independent variables was investigated using regression analysis. The table below presents the findings.




Table 6. Multiple Linear Regression Test Results
	Coefficientsa

	

Model
	Unstandardized Coefficients
	Standardized Coefficients
	

t
	

Mr.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	BRIGHT

	1
	(Constant)
	14.333
	1.260
	
	11.371
	.000
	
	

	
	Salary
	.611
	.042
	.840
	14.602
	.000
	.984
	1.017

	
	Incentive
	.160
	.040
	.229
	3.977
	.000
	.984
	1.017

	a. Dependent Variable: Employee Job Satisfaction


Source: IBM SPSS 26 2024 data processing
Based on the table above, the regression equation that can be written is as follows:
Y = 14.333 + 0.611X1 + 0.160X2
Based on the regression equation above, the constant coefficient score of 14.333 with a positively sign suggests that the presence of the variables Salary (X1), Incentive (X2), and Employee Job Satisfaction (Y) will result in an increase of 14.333. For the Salary variable (X1), the beta coefficient of 0.611 indicates that if other variables remain unchanged and Salary increases by 1 unit, Employee Job Satisfaction will rise by 0.611. Similarly, for the Incentive variable (X2), the beta coefficient of 0.160 suggests that if other variables are constant and Incentives increase Employee Job Satisfaction will rise by 0.160 for every unit. Among these two variables, Salary has the greatest impact on Employee Job Satisfaction, with the highest beta score of 0.611. This implies that offering a better salary to employees leads to higher levels of job satisfaction.
The coefficient of determination (R2) test is the next phase, in which the variables' effect is evaluated using the scores in the Adjusted R Square column. The table below displays the findings.

Table 7. Determination Coefficient Test Results (R2)
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.899a
	.808
	.801
	.92061
	1.914

	a. Predictors: (Constant), Insentif, Gaji

	b. Dependent Variable: Employee Job Satisfaction


Source: IBM SPSS 26 2024 data processing
The determination coefficient (R²) test results, shown in the Adjusted R Square column, revealed a score of 0.801, or 80.1%. This suggests that the Salary (X1) and Incentive (X2) variables in this study account for 80.1% of the impact on Employee Job Satisfaction. The remaining 19.9% is attributed to other factors not covered in this research.
Additionally, a partial hypothesis test (T Test) was conducted by examining the significance score. If the significance score is less than 0.05, the independent variable has a partial impact on the dependent variable, it may be concluded. The table below displays the test's findings.
Table 8. T Test Results (Partial test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Mr.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	14.333
	1.260
	
	11.371
	.000

	
	Salary
	.611
	.042
	.840
	14.602
	.000

	
	Incentive
	.160
	.040
	.229
	3.977
	.000

	a. Dependent Variable: Employee Job Satisfaction


Source: IBM SPSS 26 2024 data processing
The results of the T-test (partial test) indicate that the t-calculated score for the Salary variable (X1) is 14.602, which exceeds the t-table score of 2.00172, with a significance level of 0.000 < 0.05. This demonstrates that, partially, the Salary variable (X1) has a positively and significantly impact on Employee Job Satisfaction (Y). In other words, the higher the salary provided, the greater the level of employee job satisfaction. These results confirm that providing a decent salary can encourage employees to increase their job satisfaction because they feel more appreciated for their contributions.
The T-test results (partial test) reveal that the t-calculated score for the Incentive variable (X2) is 3.977, which surpasses the t-table score of 2.00172, with a significance level of 0.000 < 0.05. This confirms that, partially, the Incentive variable (X2) has a positively and significantly effect on Employee Job Satisfaction (Y). In other words, providing adequate incentives can increase employee job satisfaction. These incentives provide additional motivation for employees to work more enthusiastically while making them feel scored and cared for by the company.
The next hypothesis test is the F test (simultaneous test), which aims to evaluate whether independent variables together have a significantly influence on dependent variables. If the test results show a significance score (sig) < 0.05, then it can be concluded that the independent variable simultaneously affects the dependent variable. The results of this test are presented in the following table.

Table 9. Test Results F (Simultaneous Test)
	ANOVA

	Model
	Sum of Squares
	df
	Mean Square
	F
	Mr.

	1
	Regression
	210.098
	2
	105.049
	123.949
	.000b

	
	Residual
	50.004
	59
	.848
	
	

	
	Total
	260.102
	61
	
	
	

	a. Dependent Variable: Employee Job Satisfaction

	b. Predictors: (Constant), Insentif, Gaji


Source: IBM SPSS 26 2024 data processing
The results of the F-test (simultaneous test) showed “a significance score of 0.000, which is less than 0.05. Therefore, the null hypothesis (H0) is rejected and the alternative hypothesis (Ha) is accepted.” This means that the level of work satisfaction among employees is greatly impacted by salary and incentives when they are considered together.
Discussion
Based on the findings of the t-test (partial test), “the t-calculated score for the Salary variable (X1) is 14.602, which exceeds the t-table score of 2.00172, with a significance level of 0.000, which is less than 0.05. This indicates that, partially, the Salary variable (X1) has a positively and significantly impact on Employee Job Satisfaction (Y).” This finding aligns with the studies by Adiguna, Napitupulu, and Dianto, which concluded that salary positively and significantly influences employee job satisfaction [15,19,20]. Thus, the better the salary given to employees, the higher the level of job satisfaction they feel. These findings confirm that adequate and proportionate pay can encourage employees to feel more appreciated for their contributions, ultimately improving overall job satisfaction.
The t-test results (partial test) revealed that the t-calculated score for the Incentive variable (X2) was 3.977, surpassing the significance level of 0.000, which is less than 0.05, and the t-table score of 2.00172. This demonstrates that Employee Job Satisfaction (Y) is favourably and significantly impacted by the incentive variable (X2), at least in part. These results are in line with Yuwono and Meliana's research, which concluded that incentives positively and significantly impact employee job satisfaction [25,26] However, these findings are inversely proportional to Rauuf's research, This claims that incentives don't have a big impact on employee job satisfaction [24] Thus, providing adequate incentives has been proven to increase employee job satisfaction, as they not only provide additional encouragement to work more enthusiastically but also make employees feel more cared for and scored by the company.
The outcomes of the simultaneous test, or F-test showed “a significance score of 0.000, which is less than 0.05. As a result, the null hypothesis (H0) is rejected and the alternative hypothesis (Ha) is supported.Thus, it can be concluded that the Employee Job Satisfaction variable is significantly influenced by the Salary and Incentive variables simultaneously. This finding is in line with Irawan's research, which states that simultaneously similar variables have a significantly influence on Employee Work Productivity” [18].
4.  Conclusion
Partially, the Salary and Incentive variables are proven to have a positively and significantly influence on Employee Job Satisfaction in Shuttlecock MSMEs located in Sumengko Village, Sukomoro District, Nganjuk Regency. The better the salary management and the provision of incentives, the greater the degree of work satisfaction among employees. These findings show that a fair payroll system and the provision of appropriate incentives can encourage employees to feel more scored and more motivated in their work. Simultaneously, Salary and Incentives also have a positively and significantly influence on Employee Job Satisfaction in Shuttlecock MSMEs in Sumengko Village, with a determination score of 80.1%. This means that the Salary and Incentive variable was able to explain 80.1% of the variance in employee job satisfaction, with additional factors that were not examined in this study influencing the remaining 19.9%.
Recommendations for Sumengko Village Shuttlecock MSMEs need to increase payroll transparency, conduct periodic evaluations, and implement performance-based salary increases. Incentives can be developed through productivity bonuses and non-financial rewards. The work environment must be improved by providing comfortable and safe facilities, as well as providing self-development training.
Further research suggests adding other factors, including the workplace, corporate culture, and career development opportunities, considering that there are still 19.9% of other factors that have the potential to affect employee job satisfaction. By considering these various factors, it is hoped that employee job satisfaction can continue to be improved, so that the productivity and sustainability of MSMEs can also be more optimal.

References
[1]	Sidin C, Indiarti M. Pengaruh Jumlah Usaha Mikro Kecil Menengah Dan Jumlah Tenaga Kerja Umkm Terhadap Sumbangan Produk Domestik Bruto Umkm Periode Tahun 1997 – 2016. J Manaj Kewirausahaan 2020;16:189. https://doi.org/10.33370/jmk.v16i2.366.
[2]	Siregar LD, Farla W, Diah YM, Meitisari N, Mavilinda HF. Pelatihan Manajemen Sumber Daya Manusia Dan Pendampingan Aplikasi Teknis Marketplace Sebagai Strategi Bagi Umkm Desa Kerinjing Di Masa Pandemi. SELAPARANG J Pengabdi Masy Berkemajuan 2021;5:661. https://doi.org/10.31764/jpmb.v5i1.6313.
[3]	Mariska R, Siregar FH, Ahmad AK, Hasanah U, Pratama CWA, Lubis A-Y. Pengembangan Produk Unggulan UMKM Dalam Mendukung Pertumbuhan Ekonomi Di Desa sukasari Kecamatan Pegajahan Kabupaten Serdang Bedagai. J Hum Educ 2023;3:292–8. https://doi.org/https://doi.org/10.31004/jh.v3i2.205.
[4]	Tohari A, Ramadhani RA, Muslih B, Kurniawan A. Structural Equation Modeling: Taxpayer Compliance of Msmes in Kediri City. Rev Gest Soc e Ambient 2024;18:1–17. https://doi.org/10.24857/rgsa.v18n7-078.
[5]	Widjaja YR, Alamsyah DP, Rohaeni H, Sukajie B. Peranan Kompetensi SDM UMKM Dalam Meningkatkan Kinerja UMKM Desa Cilayung Kecamatan Jatinangor, Sumedang Yani. J Pengabdi Kpd Masy 2020;1:465–76.
[6]	Lestari M, Daeli M, Damanik AS. PERAN STRATEGIS SUMBER DAYA MANUSIA DALAM MENINGKATKAN KOMPETENSI DAN MOTIVASI KARYAWAN TERHADAP KINERJA DI SEKTOR TOKO DAN UMKM. JIIC J INTELEK Insa CENDEKIA 2024;1:6363–72.
[7]	Ismail L, Mukti S, Rohman IS. Pengaruh Kompensasi Dan Disiplin Kerja Terhadap Kinerja Pegawai (studi Kasus Pada Pegawai Desa Di Kecamatan Plered). J Ekon Manaj Dan Bisnis 2023;2:262–6. https://doi.org/10.47233/jemb.v2i2.1113.
[8]	Aprilia DD, Karnadi, Tulhusnah L. PENGARUH GAJI DAN INSENTIF TERHADAP KINERJA KARYAWAN DENGAN KEPUASAN KERJA SEBAGAI VARIABEL INTERVENING PADA PT. PBM ADHIGUNA PUTERA KABUPATEN PROBOLINGGO. J Mhs Enterp 2022;20:22–36.
[9]	Purnomo H, Sardanto R, Muslih B. Signifikansi Harga, Fasilitas Dan Layanan Terhadap Kepuasan Konsumen Jasa Hotel. J Ekobis  Ekon Bisnis Manaj 2021;11:67–78. https://doi.org/10.37932/j.e.v11i1.167.
[10]	Bunawan I, Turangan JA. Pengaruh Kompensasi Dan Kepemimpinan Terhadap Kepuasan Kerja Karyawan PT X Di Jakarta. J Manajerial Dan Kewirausahaan 2021;3:277. https://doi.org/10.24912/jmk.v3i1.11321.
[11]	Nurwati S. Determinasi Kepuasan Kerja Dan Kinerja Pegawai: Kompensasi Dan Lingkungan Kerja (Suatu Kajian Studi Literatur Manajemen Sumberdaya Manusia). J Ilmu Hukum, Hum Dan Polit 2021;1:235–64. https://doi.org/10.38035/jihhp.v1i2.676.
[12]	Muktamar A, Saputra A, Zali M, Ugi NB. Mengungkap Peran Vital Kepemimpinan dalam Manajemen SDM: Produktivitas, Kepuasan Kerja, dan Retensi Tenaga Kerja yang Berkualitas. J Int Multidiscip Res 2024;2:9–19. https://doi.org/https://doi.org/10.62504/1nv76056.
[13]	Aprilia N, Rr. Hawik Ervina Indiworo, Rita Meiriyanti. Kepuasan Kerja Sebagai Pemediasi Pada Pengaruh Kompensasi Dan Motivasi Kerja Terhadap Kinerja Karyawan Di Umkm Java Loenpia. MANABIS J Manaj Dan Bisnis 2023;2:227–39. https://doi.org/10.54259/manabis.v2i4.2261.
[14]	Soleha AAKMYAS. PENGARUH GAJI DAN INSENTIF TERHADAP KINERJA KARYAWAN DENGAN KEPUASAN SEBAGAI VARIABEL INTERVENING PADA UD. DNL KECAMATAN BANYUPUTIH KABUPATEN SITUBONDO 2023;2:1434–51.
[15]	Napitupulu D. Pengaruh Pekerjaan, Gaji, Promosi, Pengawasan Rekan Kerja Terhadap Kepuasan Kerja Karyawan Pada Bhineka Nusantara Rest & Café Medan. J Manaj Dan Akunt Medan 2022;4:34–53. https://doi.org/10.47709/jumansi.v4i1.2133.
[16]	Ahmed S D, Maisara P. Pengaruh Kompensasi, Beban Kerja Dan Lingkungan Kerja Terhadap Kepuasan Kerja Bagi Pekerja Umkm Surakarta. Semin Nas Pariwisata Dan Kewirausahaan 2023;2:536–43. https://doi.org/10.36441/snpk.vol2.2023.165.
[17]	Yuliana Y, Arwin A, Pratiwi JD. Dampak Gaji dan Gaya Kepemimpinan Terhadap Kepuasan Kerja Karyawan (Studi Kasus Pada PT Cipta Mandiri Agung Jaya). BISMA Cendekia 2020;1:1–6. https://doi.org/10.56473/bisma.v1i1.8.
[18]	Irawan MRN. Pengaruh Gaji Dan Insentif Terhadap Produktivitas Kerja Karyawan Pada Pt. Mahkota Sakti Jaya Sidoarjo. Ecopreneur12 2018;1:36. https://doi.org/10.51804/econ12.v1i1.196.
[19]	Adiguna IMA, Handoko Y, Maskan M. Analisa Pengaruh Gaji, Lingkungan Kerja, Pelatihan Dan Pengembangan Terhadap Kepuasan Karyawan Pada Tonys Villas & Resort, Seminyak-Bali. KRISNA Kumpul Ris Akunt 2024;15:299–308. https://doi.org/10.22225/kr.15.2.2024.299-308.
[20]	Dianto D, Ikhwana H, Pratidina SW. Pengaruh Fasilitas Kerja Dan Gaji Terhadap Kepuasan Kerja Karyawan Pada PT. Medan Distribusindo Raya (Mdr)Di Kota Medan. J Ilman J Ilmu Manaj 2023;11:48–55. https://doi.org/10.35126/ilman.v11i3.536.
[21]	Thanan RR, Pio RJ, Kalangi JAF. Pengaruh Gaji, Insentif, dan Bonus terhadap Kepuasan Kerja Mitra Pengemudi Grab Car PT. Solusi Transportasi Indonesia Cabang Kota Manado. J Adm Bisnis (JAB 2021;11:2021. https://doi.org/https://doi.org/10.35797/jab.v11.i2.53-60.
[22]	Pamungkas TI, Idriszal FN, Chairul FY. Pengaruh Pemberian Insentif dan Stres Kerja Terhadap Kinerja Karyawan di Daerah Kelurahan Larangan Selatan. SOSMANIORA J Ilmu Sos Dan Hum 2022;1:541–8. https://doi.org/10.55123/sosmaniora.v1i4.1195.
[23]	Sutrisno, Amalia  mekar M, Mere K, Bakar A, Citra Arta DN. The Impact Of Providing Motivation And Incentives On Employee Performance In Start-Up Companies: Literature Review Dampak Pemberian Motivasi Dan Insentif Terhadap Kinerja Pegawai Pada Perusahaan Rintisan: Literature Review. Manag Stud Entrep J 2023;4:1871–81. https://doi.org/https://doi.org/10.37385/msej.v4i3.1443.
[24]	Rauuf MA, Adiyani R, Widodo ZD. Pengaruh Upah Dan Insentif Terhadap Produktivitas Kerja Karyawan Pada Pt. Delta Merlin Sandang Textile I Sragen. Publik J Manaj Sumber Daya Manusia, Adm Dan Pelayanan Publik 2022;9:639–54. https://doi.org/10.37606/publik.v9i4.455.
[25]	Yuwono S, Lisdiana L, Ahsan M. Analisis Pengaruh Iklim Kerja dan Pemberian Insentif Terhadap Kepuasan Kerja Karyawan di Perguruan Tinggi XXX. J Minfo Polgan 2024;13:95–104. https://doi.org/10.33395/jmp.v13i1.13480.
[26]	Meliana P, Koto MS, Hutagalung JA. Pengaruh Insentif Dan Beban Kerja Terhadap Kepuasaan Kerja Pegawai Pada Badan Penanggulangan Bencana Daerah (Bpbd) Sibolga. J Manaj Dan Bisnis Ekon 2023;1:21–41. https://doi.org/10.54066/jmbe-itb.v1i1.57.
[27]	Salsabila H, Imronudin. Pengaruh Insentif dan Kepuasan Kerja Terhadap Turnover Intention Yang Di Mediasi Oleh Motivasi Karyawan. vol. 12. 2024. https://doi.org/https://doi.org/10.47024/js.v12i1.900.


2

image1.png
KILISUCI INTERNATIONAL CONFERENCE




