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ABSTRACT : This research objective is to analyze the role of change agents, motivation and work
environment on employee performance through job satisfaction as an intervening variable for permanent
employees at the Bank Indonesia Jember Representative Office. This research used the Explanatory Research
type. The population in this study were all permanent employees of the Bank Indonesia Representative Office
(KPwBI) Jember, totaling 47 employees. Because the population is small, under 100, the entire population is
used as a sample (census). The data analysis method used Structural Equation Modeling (SEM) with the
SmartPLS application. The research results showed that 1) Change agents have less significant influence on
employee performance, 2) Change agents have less significant influence on job satisfaction, 3) Change agents
have less significant influence on employee performance through the intervening variable job satisfaction, 4)
Motivation has less significant influence on performance employees, 5) Motivation has a significant effect on
employee satisfaction, 6) Motivation has a significant effect on employee performance through the intervening
variable job satisfaction, 7) Work environment has no significant effect on employee performance, 8) Work
environment has a significant effect on job satisfaction, 9) Work environment has a significant effect on
employee performance through the intervening variable job satisfaction, 10) Job satisfaction has a significant
effect on employee performance, 11) The intervening variable job satisfaction has a perfect effect on the change
agent, motivation and work environment variables on employee performance.
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l. INTRODUCTION

Bank Indonesia is a government institution that has a very large role in the state of the Indonesian
economy. The Bl Jember Representative Office is an extension of the head office in carrying out its duties.
Based on the regulations from the head office, the main tasks that must be carried out by Bank Indonesia
Representative Offices in the regions are as follows: Providing input to the Head Office regarding regional
economic and financial conditions in their working areas, Carrying out cash payment system operational
activities and/or non-cash in accordance with regional economic needs in working area, Carry out supervision of
banking in the working area, Provide advice to the Regional Government regarding regional economic policies,
which is supported by the provision of information based on accurate study results, and Manage the internal
resources needed as supporting factors for the implementation of main functions.

It is hoped that providing clear and adequate incentives or rewards will be able to motivate employees
to carry out their work which is part of their responsibilities. This is in line with Manik et al, (2013:3) who
argued that the aim of providing compensation is to motivate employees to achieve high work performance. If
this reward system is not paid attention to, employee morale will decrease so that procurement, development
and coaching that have been carried out well will become less meaningful in supporting the achievement of
institutional goals. So the reward or compensation system is a potential tool for motivating employee work,
including KPwBI Jember employees (Handoko, 2014: 158). In research by Nahdludin (2015) and Mahardika
(2013), examined the influence of intrinsic and extrinsic motivation on employee performance, they found that
they simultaneously influence employee performance. Motivation is a measure of job satisfaction which can
reduce the level of their intention to leave. Motivation of salary, training and recognition will make them feel
satisfied and can retain them in their jobs (Kosi et al. 2015).
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According to Garaika (2020), motivation has a significant effect on employee performance. The

research gap in this research is the result of research conducted by Murti &Srimulyani (2013) which revealed
that motivation does not have a significant effect on employee performance. Employees feel bored because they
are unmotivated and unproductive at work. This is because employees are not involved in important company
decisions so that employees feel like they are working as robots. Their goal of work is no longer to achieve
company goals but to meet their personal needs. An approach with financial rewards and recognition of
employee performance so that they feel appreciated is important and absolutely necessary.
The physical work environment is all physical conditions found around the workplace that can affect employees
either directly or indirectly. The physical work environment can be divided into two categories, namely: 1)
Environments that are directly related to employees such as work centers, chairs, tables, etc. 2) Intermediate
environments or general environments that influence human conditions, for example temperature, humidity, air
circulation, lighting, noise , mechanical vibrations, colors and so on.

The physical work environment includes the physical environment of the workplace, security, quality

of work life of employees (Render and Heizer, 2018: 43). Lighting, sound and vibration, room temperature,
humidity, and air quality are physical environmental factors that are under the control of the organization. It
must assume that these factors can be controlled (under control).
Job satisfaction is an employee's attitude towards work which is related to the work situation, cooperation
between employees, rewards received at work, and matters relating to physical and psychological factors
(Sutrisno, 2010:74). According to Garaika (2020), job satisfaction has a significant effect on employee
performance. The research gap in this research is the result of research conducted by Hasanuddin et al. (2020)
revealed that job satisfaction variables do not have a significant effect on individual performance, which means
that research data does not support the direct influence of job satisfaction on individual performance. Thus, the
research hypothesis which states that job satisfaction influences individual performance is rejected. Based on the
research gap and phenomena mentioned above, the author wants to know the performance of KPwBI Jember
employees, seen from motivation towards performance mediated by job satisfaction during the new normal
conditions.

. THEORITICAL REVIEW
2.1 Change Agent
The definition of agent of change is more broadly formulated by Griffin and Pareek, who are quoted by
Wibowo (2006). According to them, an agent of change is a professional whose job is to help a particular
community or group in planning development or reshaping goals, by focusing on problems and looking for
possible solutions, organizing aid, planning actions to improve the situation, overcoming difficulties, and
evaluating results from planned efforts.

2.2 Work Motivation

According to Robbins (2008:222) Motivation is a process that explains the intensity, direction and
persistence of an individual to achieve their goals. The three main elements in this definition are intensity,
direction, and persistence. In the relationship between motivation and intensity, intensity is related to how hard a
person tries, but high intensity does not produce satisfactory work performance unless the effort is linked to a
direction that benefits the organization. On the other hand, the last element, persistence, is a measure of how
long someone can maintain their business.

2.3 Work Environment

According to Nitisemito (2000: 183) defined the work environment as follows: The work environment
is everything that exists around workers that can influence them in carrying out their assigned tasks. According
to Sedarmayanti (2013:23) a work environment is a place where there are a number of groups where there are
several supporting facilities to achieve company goals according to the company's vision and mission.

2.4 Job Satisfaction

Employees are one of the most important resources in a company, because all systems in a company
are planned, implemented and controlled by human labor (employees). Employees have a huge influence on the
company's success in achieving its goals. The company's goal, which is a translation of the company's vision, is
to achieve maximum profits and to ensure the company's survival.

2.5 Performance

Performance is organizational behavior that is directly related to the production of goods or delivery of
services. Information about organizational performance is a very important thing to use to evaluate whether the
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performance process carried out by the organization so far is in line with the expected goals or not. However, in
reality, many organizations lack or even rarely have information about the performance of their organization.
2.6 Previous Research

Research by M. Ilham et al. (2021) stated that organizational culture has a significant effect on employee job
satisfaction, the work environment has a significant effect on job satisfaction, leadership has a significant effect
on employee performance. Hasanudin's research (2020) states that Organizational Culture has a significant
effect on Employee Satisfaction, Compensation has a significant effect on the Performance of Bima Regency
Bappeda Employees with Job Satisfaction as an Intervening Variable.

1. METHOD
This research used the Explanatory Research type. The population in this study were all permanent
employees of the Bank Indonesia Representative Office (KPwBI) Jember, totaling 47 employees. Because the
population is small, under 100, the entire population is used as a sample (census). The data analysis method uses
Structural Equation Modeling (SEM) with the SmartPLS application.

V. DISCUSSION

4.1 The Influence of the Change Agent Role on Performance

It can be seen that performance measurement both in work units and individual employees at KPwBI
Jember is obtained from taking into account the achievement of targets or individual performance indicators
(IK1) which are then accumulated into a final score or performance score. In this target, involvement as a
Change Agent is not yet one of the components that needs to be achieved or carried out by each employee, so
that the transmission of the impact of employee involvement in Change Agent is not immediately visible in
employee performance.

4.2 The Influence of the Change Agent Role on Job Satisfaction

Change Agent at KPwBI Jember can present various work culture programs that are innovative,
creative, collaborative and effective so as to make every employee feel comfortable and satisfied in working to
achieve a common mission. The shared vision is to complete the workload under any conditions. This is because
the salaries received by employees at KPwBI Jember are in accordance with the workload carried out. Change
agents at KPwBI Jember are able to raise the enthusiasm and hopes of employees at KPwBI Jember, so that with
these steps employees at KPwBI Jember feel that the work they are doing is interesting according to their
abilities and skills.

4.3 The Influence of the Change Agent Role on Performance through Job Satisfaction of KPwBI Jember
Employees

The ability of KPwBI Jember change agents to mobilize individuals and groups of KPwBI Jember
employees towards achieving the mission of KPwBI Jember. KPwBI Jember employees feel that the work they
do is interesting according to their abilities and skills so that the work targets given by KPwBI Jember can be
completed well. The work program challenges given by the KPwBI Jember change agent to all employees with
the aim of increasing work morale at KPwBI Jember.

4.4 The Influence of Motivation on Performance

The work appreciation given by KPwBI Jember, whether in cash or non-cash, is not very capable of
motivating KPwBI Jember employees to work well in the office or at home. So even though KPwBI Jember
employees are able to work on the job desk well and measurably, this does not show a direct link between
motivation and performance. KPwBI Jember employees have the same opportunity for promotion to a higher
position or grade.

4.5 The Influence of Motivation on Job Satisfaction

The most famous motivation theory is Abraham Maslow's hierarchy of needs theory. He hypothesized
that in every human being there is a hierarchy of five needs, namely physiological (hunger, thirst, sexual and
other physical needs), security (feeling of wanting to be protected from physical and emotional danger), social
(feeling of affection, belonging , acceptance, and friendship), esteem (internal and external reward factors), and
self-actualization (growth, achieving one's potential, and self-fulfillment).

4.6 The Effect of Motivation on Performance through Job Satisfaction of KPwBI Jember Employees
KPwBI Jember employees have the same opportunity for promotion to a higher position or grade. For

this reason, KPwBI Jember employees must be able to complete tasks according to the work targets given by

KPwBI Jember employees. KPwBI Jember employees must be able to make every job they do interesting to do
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with all their abilities and skills. The workload of KPwBI Jember employees must be resolved in a more creative
way. KPwBI Jember employees collaborate with colleagues to achieve predetermined performance targets.

4.7 The Influence of Work Environment on Performance

The work environment is one of the factors that influences an employee's performance (Bambang,
1993). The work environment is everything that is around the worker and can influence him in carrying out the
assigned tasks (Kaswan, 2017). Everything around the worker is a building.

4.8 The Influence of the Work Environment on Job Satisfaction

The complete equipment provided by KPwBI Jember is very helpful in working hybridly. This has an
impact on KPwBI Jember employees who feel that the work they do is more comfortable. It is felt that the
facilities provided at KPwBI Jember to support online and offline work patterns do not meet the wishes of
employees, especially in interacting with fellow KPwBI Jember employees.

4.9 The Influence of the Work Environment on Performance through Job Satisfaction of KPwBI Jember
Employees

The KPwBI Jember building which supports work with a level of work comfort makes KPwBI Jember
employees work smoothly so that the job desks that have been given to KPwBI Jember employees can be done
well and the results can be measured. This is also supported by colleagues who support each other both socially
and technically in a job.

4. 10 The Influence of Job Satisfaction on Performance

Employees feel very satisfied with the space provided by the institution, where employees can develop
and use all their abilities to advance. So that individual employees feel satisfied with the salary they receive in
accordance with the work load carried out. The salaries received by employees at KPwBI Jember are in
accordance with the workload carried out in accordance with finance minister regulations. Employees at KPwBI
Jember are able to work on the job desk well and measurably.

4.11 Conseptual Framework

PERFORMANCE

MOTIVATION

ENVIRONMENT

Figure 1. Conseptual Framework

Information:

: Direct Influence
— X
_—— = =) - Indirect Influence

V. CONCLUSION

The research results showed that 1) Change agents have less significant influence on employee performance,
2) Change agents have less significant influence on job satisfaction, 3) Change agents have less significant
influence on employee performance through the intervening variable job satisfaction, 4) Motivation has less
significant influence on employee performance, 5) Motivation has a significant effect on employee satisfaction,
6) Motivation has a significant effect on employee performance through the intervening variable job
satisfaction, 7) The work environment has no significant effect on employee performance, 8) The work
environment has a significant effect on job satisfaction, 9) The work environment has an effect significant effect
on employee performance through the intervening variable job satisfaction, 10) Job satisfaction has a significant
effect on employee performance, 11) The intervening variable job satisfaction has a perfect effect on the
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variables change agent, motivation, andwork environment on employee performance.

VI. ACKNOWLEDGEMENTS
This paper was written to fulfill my requirements for completing a master's program, | would like to
thank the individuals and organizations dedicated to help me for this case . This achievement is impossible
happened without their support and assistance. | would like to thank the Faculty of Economics and Business,
Jember University for accepting me into the master's program. | would also like to thank Dr. Markus Apriono,
MM. and Dr. Elok Sri Utami, M.Sc. for encouragement, inspiring ideas, suggestions, critical comments and
professional guidance.

REFERENCES
[1]. A.M, Sardiman. 2006. Interaksi dan Motivasi Belajar-Mengajar. Jakarta : PT Raja Grafindo Persada.
[2]. Abdillah, dan Farid Waidji. 2011. Pengaruh Kepemimpinan, Stres Kerja, Disiplin Kerja,Dan Kompensasi
Dengan Kinerja Pegawai. Jurnal Ekonomi ManajemenSumber Daya Vol. 12, No. 1, Juni 2011.
[3]. Adeniyi Mudashiru Mustapha, Ilesanmi O.A. dan Aremu, M., The Impacts of well Planned Recruitment and
Selection Process on Corporate Performance in Nigerian Banking Industry. (International Journal of
Academic Research in Business and Social Sciences Vol. 3, No. 9, 2013.

[4]. Ananto et al. 2016. Pengaruh Motivasi Terhadap Kepuasan Kerja Dan Intensi Keluar Pada Asisten Kursus
Metode Kumon Di Bali Dan Lombok. Universitas Diponegoro. Semarang

[5]. Anatan, Lina dan Ellitan, Lena.2009. Manajemen Sumber Daya Manusia DalamBisnis Modern. Bandung:
Alfabeta.

[6]. Applebaum, Diane and Susan Fowler. 2010. The Impact of Environmental Factors on Nursing Stress, Job
Satisfaction, and Turnover Intention. The Journal of Nursing Administration. Vol. 40: Pp. 323-328

[7]. Avrikunto, Suharsimi. 2006. Prosedur Penelitian suatu Pendekatan Praktik. Jakarta: Rineka Cipta

[8]. Arimurti, Dhynta.2005. PengaruhlinsentifTerhadap Kinerja SumberDayaManusia
(MenurutPersepsiKaryawan) Pada  PT.TelekomunikasilndonesiaTbkBandung.Skripsi. Universitas
Widyatama

[9]. Baah, Kwasi, Dartey. 2011. Application of Frederick Herzberg;s Two Factor theory in assessing and

understanding employee motivation at work : a Ghanaian Perspective, European Journal of Business and
Management, Vol Il1, No 9, pp. 1-9.

[10].  Chin, W.W. and Gopal, A., (1995) "Adoption Intention in GSS: Relative

[11]. Cooper, D.R dan Schindler P.S. 2006. Business research methods. Ninth Edition.

[12]. Dewi et al. 2014.Pengaruh StresKerja Dan KepuasanKerjaTerhadap Kinerja Karyawan Pada Bagian Tenaga
PenjualanUd Surya Raditya Negara. E-Jurnal Bisma. Universitas Pendidikan Ganesha2

[13]. Diputra, Ade Agus Diama Purwa dan Ida Bagus Ketut Surya. 2019. Pengaruh Stres Kerja Terhadap Kinerja
Karyawandimediasi Oleh Kepuasan Kerja Karyawanpt. Destination Asia Bali. E-JurnalManajemen, Vol. 8,
No. 2, 2019: 7986 — 8015 ISSN: 2302-8912

[14]. Ghozali, Imam, Hengky Latan. 2015. Konsep, Teknik, AplikasiMenggunakan Smart PLS 3.0
UntukPenelitianEmpiris. BP Undip. SemarangHarnanto.

[15]. Gujarati, Damodar, 2004. Ekonometrika Dasar, Terjemahan Sumarno Zaon. Penerbit Erlangga. Jakarta.

[16].  Guritno, Bambang dan Waridin. 2005. Pengaruh Persepsi Karyawan Mengenai Perilaku Kepemimpinan,
Kepuasan Kerja dan Motivasi Terhadap Kinerja. JRBI. Vol 1. No 1. Hal: 63-74.

[17]. Hair, dkk. 2006. Multivariate JData Analysis Pearson International Edition 6.

[18]. Hakim, Abdul. 2006. AnalisisPengaruhMotivasi, KomitmenOrganisasi Dan Iklim OrganisasiTerhadap
Kinerja Pegawai Pada Dinas Perhubungan Dan Telekomunikasi Provinsi Jawa Tengah. JRBI. Vol 2. No 2.
Hal: 165-180.

[19]. Handoko, T. Hani, 2008. Manajemen Personalia Sumber Daya Manusia, Edisi kedua. Yogyakarta: BPFE.

[20]. Hartono, Jogiyanto. 2008. MetodologiPenelitianSistemInformasi. Yogyakarta: CV Andi Offset.

[21]. Importance of Beliefs,” DATA BASE for Advances in Information Systems

[22]. Kosi, Isaac., Sulemana, lbrahim., Boateng, J.S., Mensah, Robert. 2015. Teacher motivation and job
satisfaction on intention to quit : An empirical study in public second cycle schools in Tamale metropolis-
Ghana, International Journal of Scientific and Research Publications, Vol V, No 5, pp. 1-8

[23]. Lidia Lusri dan Hotlan Siagian, 2017. Pengaruh Motivasi Kerja Terhadap Kinerja Karyawan Melalui
Kepuasan Kerja Sebagai Variabel Mediasi Pada Karyawan Pt. Borwita Citra Prima Surabaya 5(1)

[24]. Mangkunegara, 2013, Manajemen Sumber Daya Manusia. Bandung: PT. RemajaRosdakarya.

[25]. Manik, Ria Mirzan.dkk. 2013. Pengaruh Kompensasi Terhadap Motivasi Kerja Pegawai Dan Dampaknya
Terhadap Produktivitas Kerja Di Bidang Pendidikan Menengah Dan Tinggi Dinas Pendidikan Provinsi Jawa
Barat. JurnalAdminisistrasi dan Manajemen Pendidikan Vol.IDesember 2013.

AJHSSR Journal Page |159



American Journal of Humanities and Social Sciences Research (AJHSSR) 2024

[26].
[27].

[28].

[29].

[30].

[31].

[32].

[33].

[34].

[35].

[36].

[37].

[38].
[39].
[40].

[41].
[42].

[43].
[44].
[45].
[46].

[47].
[48].

[49].
[50].

[51].
[52].

[53].

Marshall.et al. 2001. Public Communication Campaigns. California: Sage Publications, Inc.

Masrukhin dan Waridin. 2004. PengaruhMotivasiKerja, KepuasanKerja, BudayaOrganisasi Dan
KepemimpinanTerhadap Kinerja Pegawai. EKOBIS. Vol 7. No 2. Hal: 197-209.

Massie, dkk. 2018.Pengaruh Stres Kerja Terhadap Kinerja Karyawan PadaKantor Pengelola It Center
Manado. JurnalAdministrasiBisnis Vol. 6 No. 2. Mc Graw-Hill

Mustajab, D., Bauw, A., Rasyid, A., Irawan, A., Akbar, M. A., & Hamid, M. A. (2020). Working from
Home Phenomenon as an Effort to Prevent COVID-19 Attacks and Its Impacts on Work Productivity. The
International Journal Of Applied Business, 4(1), 13-21. https://doi.org/10.20473/tijab. V4.11.2020.13-
21Rivai, H. V., 2009, ManajemenSumber Daya ManusiaUntukPerusahaan : Dari Teori Ke Praktik, Jakarta :
Raja GrafindoPersada.

Nahdluddin, 2015. Pengaruh Motivasi Kerja, Budaya Organisasi dan Kualitas Kehidupan Kerja terhadap
Kinerja Karyawan. Vol 4 No 3 (2015): Management Analysis Journal New Jersey

Noermijati, Diana Primasari. 2015. The effect of job stress and job motivation on employees’ performance
through job satisfaction (A study at PT. Jasa Marga (Persero) Tbk. Surabaya - Gempol branch). Journal of
Economics, Business, and Accountancy Ventura. 18(1): 231-240.

Noor, NasyadiziNilamsar, Kusdi Rahardjo, lka Ruhana. 2016. PengaruhStresKerja Dan
KepuasanKerjaTerhadap Kinerja Karyawan (Studi Pada Karyawan PT JasaRaharja (Persero)
CabangJawaTimur di Surabaya). Jurnal Administrasi Bisnis (JAB). 31(1): 9-15.

Nur, Saina. 2013. Konflik Stres Kerja dan Kepuasan Kerja Pengaruhnya terhadap Kinerja Pegawai Pada
Universitas Khairun Ternate. Jurnal EMBA. 1(3): 739-749.

Pradipta, L., “Women and Domestic Violence During the COVID-19 Pandemic,” Res. Cent. Popul. Indones.
Inst. Sci., 2020, [Online]. Available: https://kependudukan.lipi.go.id/id/berita/53-mencatatcovid19/878-
women-anddomestic-violence-during-the-covid-19-pandemic.

Purwanto, Agus, Pramono, Rudy, Asbari, Masduki, Hyun, Choi Chi, Wijayanti, Laksmi Mayesti, & Putri,
Ratna Setyowati. (2020). Studi EksploratifDampakPandemi COVID-19 Terhadap Proses Pembelajaran
Online di Sekolah Dasar. EduPsyCouns: Journal of Education, Psychology and Counseling, 2(1), 1-12.
Robbins, Stephen P.,2001. Perilaku Organisasi: Konsep, Kontroversi, Aplikasi (Edisi ke-8. Jakarta: PT.
Prenhallindo.

Rokhani, Cicilia Tri Suci. (2020). Pengaruh Gaya KepemimpinanKepalaSekolahTerhadap Kinerja Sekolah
di SDN Dengkek 01 Pati. Journal of Industrial Engineering & Management Research, 1(2), 1-8. Rivai, dan
Basri. 2005. ManajemenSumber Daya ManusiaUntuk Perusahaan, Jakarta: RajagrafindoPersada

Salleh et al. (2011). The effect of motivation on job performance of state government employees in Malaysia.
International Journal of Humanities and Social Science, 1 (4).

Sapoetra, Yudistira Arya, Surachman, Christin Susilowati. 2013. Pengaruh Strategi Komunikasi terhadap
Kinerja Individu dan Kepuasan Kerja (Studi pada Kepolisian Resort Malang Kota). Jurnal Aplikasi
Manajemen. 11(3): 503-514.

Siagian, Sondang. P. 2002. Kiat Meningkatkan Produktivitas Kerja. Jakarta: PT. Rineka Cipta.

Siagian.2001. Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

Simamora,H.2004.Manajemen Sumber Daya Manusia(EdisiKedua).Yogyakarta: Stie Ykpn Simarmata,
Ricardo Manarintar(2020), Pengaruh Work From Home Terhadap Produktivitas Dosen Politeknik Negeri
Ambon, Vol 2 No 01 (2020): Intelektiva : Jurnal Ekonomi, Sosial Dan Humaniora (Edisi, Vol 02, NO 01
Agustus 2020 )

Singarimbun, M Dan Efendi. 1995.Metode Penelitian Survey. Jakarta: Pt. Pustaka LP3ES.

Sugiyono. 2008. Metode Penelitian Bisnis. Bandung: Alfabeta.

Sukidi dan Farid Wajdi. 2016. Pengaruh Motivasi, Kompensasi, Dan Kepuasan Kerja Terhadap Kinerja
Pegawai Dengan Kepuasan Kerja Sebagai Variabel Intervening. Jurnal Ekonomi Sumberdaya Vol 18 No 2
Tahun 2016

Sutrisno, Edy. 2010. ManajemenSumber Daya Manusia. Edisi Pertama. Cetakan Pertama. Jakarta: Penerbit
Kencana.

Tika, P. 2006.BudayaOrganisasi Dan Peningkatan Kinerja Perusahaan. Jakarta: Penerbit Bumi Aksara.
Umar, Husein, 2011. Metode Penelitian Untuk Skripsi dan Tesis Bisnis Edisi 11. Jakarta. TP. Raja Grafindo
Persada

Umar, Husein. 2003. Riset Sumber Daya Manusia. Jakarta : Gramedia Pustaka Utama

Widarta. 2018. Pengaruh Stres Kerja Dan Lingkungan Kerja Terhadap Kinerja Karyawan Operator Pddikti
Di Lldiktiwilayah V Yogyakarta. Universitas Mercu Buana Yogyakarta

Widodo Suparno.Eko. 2015. Manajemen Pengembangan Sumber Daya Manusia.Yogyakarta: Pustaka
Pelajar.

Yensy, N.A (2010). Pengaruh Kompensasi dan Motivasi terhadap Kinerja Guru di SMA Negeri 2
Argamakmur Bengkulu Utara. JurnalKependidikanTriadik Volume 13 No.1, 2010.

Yun Guo, Jiangiaou Liou, Shudi Liaou dan Yanhong Zhang. 2014.The Mediating Role of intrinsic
Motivation on the Relationship between Developmental feedback and employee job Performance. Society
for Personality Research.

AJHSSR Journal Page | 160


https://jurnalintelektiva.com/index.php/jurnal/issue/view/19
https://jurnalintelektiva.com/index.php/jurnal/issue/view/19

