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Abstract  

This study examines the effect of human resource (HR) quality and work environment on the 

job satisfaction of employees at the Bank Indonesia Representative Office in Pematang Siantar. 

A quantitative approach with saturated sampling was applied to 38 employees; 37 complete 

questionnaires were analyzed using multiple linear regression in SPSS. The results show that 

HR quality has no significant effect on job satisfaction (t = -0.329; Sig. = 0.745), nor does the 

work environment (t = 0.678; Sig. = 0.502). Simultaneously, both variables have no significant 

effect (F = 0.249; Sig. = 0.781), with R² = 0.014. Employee job satisfaction is already very high 

(mean 4.59 out of 5), leaving too little variation to be explained by the independent variables. 
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Introduction  

      Human resources are an organization's main asset, including public institutions such as 

Bank Indonesia, which is mandated to maintain the stability of the rupiah, the payment system, 

and the financial system. The Bank Indonesia Representative Office (KPw BI) in Pematang 

Siantar carries out these functions at the regional level, so its performance depends on 

employees who are competent and satisfied with their work. 

       Job satisfaction is a pleasant emotional attitude toward one's work (Hasibuan, 2017). 

Satisfied employees tend to be more loyal, more productive, and less often absent (Robbins & 

Judge, 2017). Two factors often associated with job satisfaction are human resource (HR) 

quality, namely employees' abilities, knowledge, and attitudes, and the work environment, 

namely the physical and non-physical conditions in which employees work (Sedarmayanti, 

2017). 

Based on this background, the research questions are: 

1. Does HR quality affect job satisfaction at KPw BI Pematang Siantar? 

2. Does the work environment affect job satisfaction at KPw BI Pematang Siantar? 

3. Do HR quality and the work environment simultaneously affect job satisfaction at KPw 

BI Pematang Siantar? 

This study aims to test and analyze the effect of HR quality and the work environment, both 

partially and simultaneously, on the job satisfaction of employees at KPw BI Pematang Siantar. 

 

Literature Review  

2.1 Human Resource Quality 

    HR quality is the level of employee ability, covering the knowledge, skills, and attitudes 

needed to perform the job (Sedarmayanti, 2017). In this study, HR quality is measured with 

four indicators (X1.1–X1.4) reflecting knowledge, skills, abilities, and work attitude. 

2.2. Work Environment 

   The work environment is the totality of tools, materials, atmosphere, work methods, and work 

arrangements surrounding employees (Sedarmayanti, 2017). It consists of physical aspects 

(lighting, air circulation, cleanliness, equipment) and non-physical aspects (relationships with 

supervisors and co-workers). This variable is measured with four indicators (X2.1–X2.4). 

2.3 Job Satisfaction 

   Job satisfaction is a pleasurable emotional state resulting from the appraisal of one's job or 

job experiences (Locke, 1976). According to Robbins and Judge (2017), job satisfaction is 

influenced by the work itself, pay, promotion, supervision, and co-workers. This variable is 

measured with four indicators (Y.1–Y.4). 
 

Research Methodology  

    This study uses an associative quantitative approach. The population consists of all 38 

employees of KPw BI Pematang Siantar, all of whom were taken as the sample (saturated 

sampling) because the population is smaller than 100 (Sugiyono, 2019). One respondent did 

not answer two job satisfaction items (Y.3 and Y.4), so the regression analysis uses 37 complete 

cases (listwise deletion, the SPSS default). 

    Data were collected using a 1–5 Likert-scale questionnaire (1 = strongly disagree, 5 = 

strongly agree). Each variable is measured with four statements, so the total score per variable 

ranges from 4 to 20. 

The data were analyzed in IBM SPSS through the following stages: 

1. Validity test (Pearson product moment correlation between each item and the total 

score; an item is valid if r count > r table of 0.320 at n = 38, α = 0.05). 

2. Reliability test (Cronbach's Alpha; reliable if α > 0.60) (Ghozali, 2018). 

3. Classical assumption tests: normality (One-Sample Kolmogorov-Smirnov), 

multicollinearity (Tolerance > 0.10 and VIF < 10), and heteroscedasticity (Glejser test). 

4. Multiple linear regression, t-test, F-test, and coefficient of determination (R²). 
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The regression model used is: 

Y = a + b₁X₁ + b₂X₂ + e 

Y is job satisfaction, X1 is HR quality, X2 is the work environment, a is the constant, b1 and 

b2 are the regression coefficients, and e is the error term. The t table value is 2.032 (df = 34) 

and the F table value is 3.276 (df1 = 2, df2 = 34) at α = 0.05. 

 

Results  

4.1 Validity Test 

      Eleven of the twelve items are valid (r count > 0.320). Item X1.2 is not valid (r = 0.170; 

Sig. = 0.308). 

                                             Table 2. Validity Test Results 
Item r count r table Sig. Remarks 

X1.1 0.777 0.320 0.000 Valid 

X1.2 0.170 0.320 0.308 Not valid 

X1.3 0.702 0.320 0.000 Valid 

X1.4 0.736 0.320 0.000 Valid 

X2.1 0.717 0.320 0.000 Valid 

X2.2 0.634 0.320 0.000 Valid 

X2.3 0.432 0.320 0.007 Valid 

X2.4 0.692 0.320 0.000 Valid 

Y.1 0.777 0.325 0.000 Valid 

Y.2 0.826 0.325 0.000 Valid 

Y.3 0.643 0.325 0.000 Valid 

Y.4 0.676 0.325 0.000 Valid 

                                     Sumber : Output SPSS 

 

4.2 Reliability Test 

         Only the job satisfaction variable is reliable. HR quality and the work environment have 

Cronbach's Alpha values below 0.60. 

Table 3. Reliability Test Results 

Variable Cronbach's Alpha Threshold Remarks 

HR Quality (X1) 0.391 0.60 Not reliable 

Work Environment (X2) 0.459 0.60 Not reliable 

Job Satisfaction (Y) 0.711 0.60 Reliable 

                   Sumber : Output SPSS 

          If item X1.2 is deleted, the alpha of X1 rises to 0.737 (reliable); if X2.3 is deleted, the 

alpha of X2 becomes 0.601. The low alpha values are caused by the narrow range of answers 

(only 4 and 5), which weakens the inter-item correlations. 

4.3 Classical Assumption Tests 

The regression model meets all three classical assumptions. 
Table 4. Classical Assumption Test Results 

Test Statistic Criterion Remarks 

Normality (Kolmogorov-Smirnov, 

residuals) 

KS = 0.134; Sig. = 0.089 Sig. > 0.05 Normal 

Multicollinearity X1 Tolerance = 0.958; VIF = 1.044 VIF < 10 Not present 

Multicollinearity X2 Tolerance = 0.958; VIF = 1.044 VIF < 10 Not present 

Heteroscedasticity (Glejser) X1 Sig. = 0.325 Sig. > 0.05 Not present 

Heteroscedasticity (Glejser) X2 Sig. = 0.757 Sig. > 0.05 Not present 

Sumber : Output SPSS 

4.4 Multiple Linear Regression and t-Test 

Table 5. Regression Coefficients 

Model B Std. Error Beta t count Sig. 

(Constant) 17.030 5.017 – 3.394 0.002 

HR Quality (X1) -0.074 0.226 -0.057 -0.329 0.745 
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Model B Std. Error Beta t count Sig. 

Work Environment 

(X2) 

0.149 0.219 0.118 0.678 0.502 

          Sumber : Output SPSS 
 

The resulting regression equation is: 

                                  Y = 17.030 − 0.074X₁ + 0.149X₂ + e 

The constant of 17.030 means that job satisfaction is already high without accounting for the 

two independent variables. The coefficient of X1 is slightly negative and that of X2 slightly 

positive, but neither is significant. 

H1 rejected: t count X1 = -0.329 < t table 2.032 and Sig. 0.745 > 0.05. 

H2 rejected: t count X2 = 0.678 < t table 2.032 and Sig. 0.502 > 0.05. 

4.5 F-Test and Coefficient of Determination 

Table 6. ANOVA and Model Summary 
Source Sum of Squares df Mean Square F Sig. 

Regression 1.276 2 0.638 0.249 0.781 

Residual 87.156 34 2.563   

Total 88.432 36    

Sumber : Output SPSS 

          H3 rejected: F count 0.249 < F table 3.276 and Sig. 0.781 > 0.05. R = 0.120, R² = 0.014, 

and Adjusted R² = -0.044. This means HR quality and the work environment explain 

only 1.4% of the variation in job satisfaction; the remaining 98.6% is explained by other 

factors outside the model. 

 

Conclusion  
1. HR quality has no significant effect on the job satisfaction of employees at KPw BI Pematang 

Siantar (Sig. 0.745). 

2. The work environment has a positive but non-significant effect on job satisfaction (Sig. 

0.502). 

3. Simultaneously, the two variables have no significant effect (Sig. 0.781) and explain only 

1.4% of the variation in job satisfaction. 
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