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1. INTRODUCTION

One of the important factors in an organization is human resources (HR), as with quality HR,
the organization can more easily achieve its goals. HR also becomes a valuable asset in an
organization because it is capable of directing, developing, and sustaining the organization with its
strengths. The strengths possessed by HR must be optimized in their utilization; therefore, the
management of the organization's HR quality needs to be improved. To manage and enhance the
HR owned, the organization needs good Human Resource Management (HRM) that can encourage
individuals to contribute efficiently and effectively in order to achieve the organization's goals.

Rapidly growing companies are typically characterized by high job satisfaction among their
employees (Tun Huseno, 2021). This statement indicates that job satisfaction is an important aspect
to be maintained and paid attention to, as according to (Lussier & Hendon, 2019), job satisfaction
will impact work productivity, employee absenteeism, and turnover intentions. Job satisfaction not
only affects the employees themselves but also has an impact on the organization. If job satisfaction
is high, work productivity and morale will increase, and the desire to leave the job will decrease,
conversely, if job satisfaction is low, these aspects may suffer. Furthermore, employees who are
dissatisfied with their jobs may engage in various issues, such as violating rules and sabotaging the
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performance of other employees (Lussier & Hendon, 2019). In a survey conducted by SHRM (Lussier
& Hendon, 2019), the top contributors to job satisfaction were Respectful treatment of all employees
at all levels (65% said it was very important); Trust between employees and senior management
(61%); Tied with Compensation (61%).

Table 1. Pre-Survey

Answers
No. Statement Yes No
1  Work facilities support performance 7 35% 13 65%
2  Colleagues support each other 9 45% 11 55%
3 When there is a problem, | often provide input to my superior 3 15% 17 85%
4 | am loyal to the company 5 25% 15 75%
5 I neglect my work when dissatisfied with it 8 40% 12 60%

Pre-Survey Average 32% 68%
Source: Pre-Survey Primary Data (2023)

Based on the pre-survey results above, it was found that 68% of PT Indomarco Prismatama
employees are dissatisfied with their jobs. The highest percentage was found in point 3, with 85%
expressing dissatisfaction, particularly when there is an issue, they rarely provide feedback to their
superiors because they feel less connected to their superiors. Additionally, it is followed by the fact
that some are dissatisfied with the facilities provided at their workplace, with a dissatisfaction rate
reaching 65%, mainly due to uncomfortable warehouse space due to heat, making the facilities
considered inadequate. Dissatisfaction can also be measured through the statement that there are
employees who are not loyal, meaning they want to leave their jobs and look for another company,
reaching 75%.

Compensation is one of the most effective ways for the human resources department to
enhance work performance, motivation, and job satisfaction of employees (Masram & Mu’ah, 2017,
him. 38). As stated by the experts above, compensation can improve employee job satisfaction, and
companies should consider the well-being of their employees by providing compensation based on
their performance to meet their needs and welfare. Compensation can be classified as either financial
or non-financial, and both direct and indirect compensation. Every organization is obligated to provide
fair and proper compensation to its employees. When compensation is given fairly and appropriately,
it benefits multiple parties. If employees are adequately and fairly compensated, their job satisfaction
will be fulfilled, leading to optimal performance for the organization.

Another factor that can influence employee job satisfaction is the work environment.
Happiness is a crucial psychological aspect that greatly affects how individuals carry out their work.
The warmth of colleagues, a comfortable office atmosphere, adequate facilities, and other factors
contribute to a sense of joy and contentment in the workplace. For employees, these psychological
aspects are highly essential in their daily life within the organization. Therefore, the importance of a
positive work environment is evident in influencing mood and fostering high work morale.
Additionally, the organization is not just a workplace; rather, it serves as a container for life. It is a
place where everyone lives their lives, and the primary goal of life is to attain happiness, with a
positive work environment being the answer (Harras et al., 2020).

According to KBBI (2021), work-related stress can occur due to emotional disturbances
caused by external factors. In this case, everyone can experience work-related stress due to
pressure or emotional disturbances from within themselves. Work-related stress can also be defined
as a condition of tension that affects a person's emotions, thinking processes, and overall well-being
(Handoko, 2017:200) in (Pano, 2022). An individual will experience work-related stress when there
is emotional tension while working, leading to instability in their thought patterns and emotions.

Research conducted by Santosa & Sudirdjo, (2023), Bagi & Indradewa, (2021), Tupamahu
et al., (2022), Ristowati & Turangan, (2022), Prasetio et al., (2019), Garibaldi, (2019), Nuraini et al.,
(2022), Yuananda & Indriati, (2022) states that there is a positive and significant influence of
compensation on job satisfaction, meaning that higher compensation leads to higher employee job
satisfaction. On the other hand, Bunawan & Turangan, (2021), Kurniawan & Nurohmah, (2022) argue
that compensation does not have a significant effect on job satisfaction.
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Furthermore, research related to the work environment conducted by Sudrajat et al., (2022),
Kurniawan & Nurohmah, (2022), Nuraini et al., (2022), Dhyan Parashakti et al., (2019) suggests that
the work environment has a positive and significant influence, meaning that a better work
environment leads to higher job satisfaction among employees. In contrast, the findings of a study
by Titania et al., (2021) suggest that the work environment does not have a significant effect on job
satisfaction.

Regarding work-related stress, it was found that there is a positive but insignificant influence
of work-related stress, as studied by Polopadang et al., (2019). However, on the other hand, it was
also found that work-related stress can negatively but insignificantly affect job satisfaction, as
suggested by Tupamahu et al., (2022). There are also studies that indicate work-related stress has
a negative and significant impact on job satisfaction, conducted by Hayajneh et al., (2021), Prasetio
et al., (2019), Astuti & Zulkarnain, (2020).

Based on the background described above and supported by previous research findings, the
researcher is interested in studying and exploring information about the Influence of Compensation,
Work Environment, and Work-Related Stress on Employee Job Satisfaction at PT Indomarco
Prismatama..

2. RESEARCH METHOD

Population is defined as a generalization area consisting of objects or subjects that possess
gualities and characteristics, which the researcher chooses to study and eventually draw a
conclusion from (Sugiyono, 2021). According to (Arikunto, 2016), in research with a population of
fewer than 100 individuals, all members of the population are designated as the sample so that all
information can be included in the study. Based on Arikunto's statement, the researcher intends to
consider the entire population as the research subject since the population size to be studied is less
than 100, specifically 54 individuals.

The technique used by the researcher to obtain primary data sources is a questionnaire,
which will then be measured using a Likert scale distributed to 54 employees of Indomaret in the
Pancoran area, South Jakarta. The questionnaire used in this study includes statements related to
the variables of compensation, work environment, work-related stress, and job satisfaction.

Data analysis technique is defined as the activity carried out after the data sources of a
research are collected. In this activity, the data is categorized by the researcher based on variables,
respondent characteristics, data calculations based on variables and respondents, presenting data
from each studied variable, and finally, processing the data to answer and test the research problem
formulation and hypotheses formulated by the researcher (Sugiyono, 2021). The data analysis
techniques used in this study are descriptive analysis and inferential analysis using SmartPLS 3.2.9
software.

Framework of Thought
The framework in this study is described as follows:

Compensation H1

(X1)
H2
Work Job Satisfaction

Environment (X2 > Y
. / (Y)
Work Stress (X3)

H4
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Hypotheses

Referring to the previous research results and the outlined theoretical framework, the proposed
hypotheses are as follows:

H,: Compensation affect Job Satisfaction of Indomaret employees in the Pancoran area, South
Jakarta.

H,: Work environment affect Job Satisfaction of Indomaret employees in the Pancoran area, South
Jakarta.

Hs: Job stress affect Job Satisfaction of Indomaret employees in the Pancoran area, South Jakarta.
H,: Compensation, Work Environment, and Job Stress, affect Job Satisfaction of Indomaret
employees in the Pancoran area, South Jakarta.

3. RESULTS AND DISCUSSIONS
Table 2. Results of the Analysis of Respondent's Answer Index Regarding Job Satisfaction
Statement 1 2 3 4 5 Index Category

items F % F % F % F % F % F %

KK1 0 0% 3 6% 4 7% 16 30% 31 57% 47 88% High
KK2 2 4% 0 0% 3 6% 21 39% 28 52% 47 87% High
KK3 0 0% 3 6% 2 4% 18 33% 31 57% 48 8% High
KK4 0 0% 1 2% 3 6% 18 33% 32 59% 49 90% High
KK5 34 63% 16 30% 4 7% 0 0% 0 0% 49 91% High
KK6 0 0% 0 0% 4 7% 14 26% 36 67% 50 92% High
KK7 0 0% 2 4% 5 9% 15 28% 32 59% 48 89% High
KK8 0 0% 2 4% 3 6% 19 35% 30 56% 48 89% High

Average Index 48 89% High
Source: Data Processed (2023)

Based on the answers given by the respondents regarding the variable of job satisfaction, it
is known that all statement items have an index score with an average index of 48 or 89%. Therefore,
the average index score of the job satisfaction variable in the three-box method theory falls into the
high category. This means that the indicators of Work Climate, Colleagues, Voice, and Loyalty have
a very positive impact on the variable of job satisfaction, based on the responses from employees of
PT Indomarco Prismatama.

Table 3. Results of the Analysis of Respondent's Answer Index Regarding Compensation
Statement 1 2 3 4 5 Index

tems F % F % F % F % F % F g Ccaegory
K1 1 2% 2 4% 4 7% 30 56% 17 31% 44,4 82%  High
K2 1 2% 2 4% 4 7% 23 43% 24 44% 458 85%  High
K3 0 0% 3 6% 4 7% 26 48% 21 39% 454 84%  High
K4 0 0% 1 2% 5 9% 30 56% 18 33% 454 84%  High
K5 1 2% 1 2% 4 7% 23 43% 25 46% 46,4 86%  High
K6 0 0% 2 4% 5 9% 23 43% 24 44% 462 86%  High
K7 1 2% 2 4% 3 6% 23 43% 25 46% 46,2 86%  High
K8 0 0% 1 2% 6 11% 23 43% 24 44% 464 86%  High
K9 0 0% 1 2% 5 9% 19 35% 29 54% 47,6 88%  High
K10 1 2% 0 0% 4 7% 23 43% 26 48% 47 87%  High

Average Index 46,1 85% High
Source: Data Processed (2023)

Based on the answers given by the respondents regarding the variable of compensation, it
is known that all statement items have an index score with an average index of 46.1 or 85%.
Therefore, the average index score of the compensation variable in the three-box method theory falls
into the high category. This means that the indicators of Salary and Wages, Incentives, Fairness,
Consistency, and Equality have a very positive impact on the compensation variable, based on the
responses from employees of PT Indomarco Prismatama.
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Table 4. Results of the Analysis of Respondent's Answer Index Regarding the Work Environment

Statement 1 2 3 4 5 Index Category
Items F % F % F % F % F % F %

LK1 0 0% 1 2% 6 11% 16 30% 31 57% 47,8 8% High
LK2 1 2% 1 2% 5 9% 21 39% 26 48% 46,4 86% High
LK3 0 0% 3 6% 5 9% 20 37% 26 48% 46,2 86% High
LK4 0 0% 1 2% 5 9% 19 35% 29 54% 47,6 88% High
LK5 2 4% 1 2% 4 7% 24 44% 23 43% 454 84% High
LK6 0 0% 2 4% 2 4% 27 50% 23 43% 46,6 86% High
LK7 0 0% 2 4% 2 4% 24 44% 26 48% 47,2 87T% High
LK8 0 0% 2 4% 4 7% 21 39% 27 50% 47 87T% High

Average Indeks 46,8 87% High

Source: Data Processed (2023)

Based on the answers given by the respondents regarding the variable of the work
environment, it is known that all statement items have an index score with an average index of 46.8
or 87%. Therefore, the average index score of the work environment variable in the three-box method
theory falls into the high category. This means that the indicators of Work Comfort, Facilities, Social
Relationship Harmony, Attention, and Leader Support have a very positive impact on the work
environment variable, based on the responses from employees of PT Indomarco Prismatama.

Table 5. Results of the Analysis of Respondent's Answer Index Regarding Work-Related Stress

Statement 2 3 4 5 Index Category
Items F % F % F % F % F % F %
SK1 1 2% 2 4% 6 11% 18 33% 27 50% 46 85% High
SK2 20 37% 26 48% 8 15% 0 0% O 0% 456 84% High
SK3 0 0% 3 6% 2 4% 22 41% 27 50% 47 87% High
SK4 1 2% 1 2% 2 4% 28 52% 22 41% 46,2 86% High
SK5 1 2% 1 2% 6 11% 18 33% 28 52% 46,6 86% High
SK6 0 0% 2 4% 6 11% 24 44% 22 41% 456 84% High
SK7 0 0% 1 2% 6 11% 25 46% 22 41% 46 85% High
SK8 0 0% 2 4% 3 6% 22 41% 27 50% 47,2 87% High
SK9 0 0% 2 4% 4 7% 22 41% 26 48% 46,8 87% High
SK10 0 0% 2 4% 3 6% 17 31% 32 59% 48,2 89% High
Average Index 47  86% High

Source: Data Processed (2023)
Based on the answers given by the respondents regarding the variable of work-related

stress, it is known that all statement items have an index score with an average index of 47 or 86%.
Therefore, the average index score of the work-related stress variable in the three-box method theory
falls into the high category. This means that the indicators of Communication, Leader's Attitude,
Workload, Working Hours, and Work Authority have a very positive impact on the work-related stress
variable, based on the responses from employees of PT Indomarco Prismatama.

Validity Test

Table 6. Loading Factor
Job Compensation (X1) Wwork Work

Satisfaction (Y) P Y Environment (X2)  Stress (Xa)
KK1 0,846 K1 0,806 LK1 0,831 SK1 0,846
KK2 0,821 K2 0,766 LK2 0,843 SK2 0,866
KK3 0,915 K3 0,835 LK3 0,823 SK4 0,841
KK4 0,808 K4 0,846 LK4 0,746 SK5 0,756
KK6 0,797 K5 0,736 LK5 0,807 SK6 0,768
KK7 0,837 K6 0,811 LK6 0,778 SK7 0,808
KK8 0,889 K7 0,792 LK7 0,809 SK8 0,734

K8 0,840 LK8 0,846 SK9 0,781

K9 0,739 SK10 0,802

K10 0,797

Source: PLS Output (2023)
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Based on the table above, it shows loading factors above 0.7. Thus, the convergent validity
criterion has been fulfilled by all research indicators and aligns with the theory proposed by (Ghozali,
2021), stating that using loading factors > 0.7 for each statement indicates validity. Therefore, it can
be concluded that the results are valid and meet the requirements for testing convergent validity,
enabling further steps to be taken.

Table 7. Fornell Lacker Criterium

Job Compensation Work Work
Satisfaction (Y) (X1) Environment (X2) Stress (X3)
Job Satisfaction (Y) 0,846
Compensation (X1) 0,989 0,798
Work Environment (X2) 0,987 0,987 0,811
Work Stress (X3) 0,990 0,990 0,987 0,801

Source: PLS Output (2023)

The Fornell-Larker criterion consists of Compensation variable (X1) with a value of 0.798,
Work Environment (X2) with a value of 0.811, Work-Related Stress (X3) with a value of 0.801, and
Job Satisfaction (Y) with a value of 0.846. On the other hand, to assess discriminant validity, the
Average Variance Extracted (AVE) value of each construct is compared. The test results of AVE are
considered to meet the requirement if the AVE value is > 0.50 (Ghozali, 2021). Here are the AVE
results for each indicator obtained in this study based on the SmartPLS 3.2.9 output:

Table 8. Average Variance Extracted
Average Variance Extracted

Variabel

(AVE)

Job Satisfaction (Y) 0,715
Compensation (X1) 0,636
Work Environment (X2) 0,658
Work Stress (X3) 0,642

Source: PLS Output (2023)

The average values of Average Variance Extracted (AVE) for the Compensation variable
(X1) are 0.636, for the Work Environment (X2) are 0.658, for Work-Related Stress (X3) are 0.642,
and for Job Satisfaction (Y) are 0.715. Therefore, it can be concluded from the validity test based on
the AVE values that the variables of Compensation, Work Environment, Work-Related Stress, and
Job Satisfaction have met the criteria for convergent validity and can be considered as valid (Ghozali,
2021).

Reliability Test
Table 9. Composite Reliability and Cronbach's Alpha

Variabel Composite Reliability Cronbach's Alpha
Job Satisfaction () 0,946 0,933
Compensation (X1) 0,946 0,936
Work Environment (Xz) 0,939 0,925
Work Stress (X3) 0,942 0,930

Source: PLS Output (2023)

The Composite Reliability values can be considered reliable if the results for each variable
are above 0.70 (Ghozali, 2021).Based on the table above, it is found that each variable in this study
has a value above 0.70. The highest Composite Reliability value is found in the variables of Job
Satisfaction and Compensation, which is 0.946. Meanwhile, the lowest value in the Composite
Reliability test is in the Work Environment variable, which is 0.939. Although it is lower compared to
other variables, it still falls into the category of highly reliable because the value is significantly above
0.70.

The Cronbach's Alpha values can be considered reliable if the results for each variable are
above 0.70 (Ghozali, 2021). Based on the table above, it is found that each variable in this study has
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a value above 0.70. The highest Cronbach's Alpha value is found in the Compensation variable,
which is 0.936. Meanwhile, the lowest value in the Cronbach's Alpha test is in the Work Environment
variable, which is 0.925. Although it is lower compared to other variables, it still falls into the category
of highly reliable because the value is significantly above 0.70.

Inner Model

Table 10. R-Square
R-Square R-Square Adjusted
Job Satisfaction (YY) 0,986 0,985
Source: PLS Output (2023)

The influence of Compensation, Work Environment, and Work-Related Stress on Job
Satisfaction is 0.985 or 98.5%, while 1.5% is influenced by other variables that are not included in
this study. Therefore, according to (Ghozali, 2021) this model can be considered strong.

Table 11. Q-Square

Variabel SSO SSE Q2 (=1-SSE/SS0)
Job Satisfaction (Y) 378,000 118,753 0,686
Compensation (X1) 540,000 540,000
Work Environment (Xz2) 432,000 432,000
Work Stress (X3) 486,000 486,000

Source: PLS Output (2023)

Based on the table above, the Q-Square value in this study is 0.686. This result is in line with
the theory, which states that Q-Square > 0 indicates that the research model has predictive
relevance. Furthermore, the Q-Square result is close to the value of 1 (0 < Q2 < 1), which means
that it is consistent with (Ghozali, 2021), indicating that the overall model is strong.

Hypothesis Test

To conduct partial testing for each research variable, t-tests are required. The t-test statistic
is useful for examining the influence of Compensation (X1), Work Environment (X2), Work-Related
Stress (X3), and Job Satisfaction (Y). The results of hypothesis testing can be observed using the
values of Original sample, T statistics, and P values. The formula used to determine the t-table is df
= N - k, where in this study, df = 54 - 3 = 51. Thus, the obtained t-table value is 1.67528 or rounded
to 1.676, with a significance level of 5% or 0.05. The following are the results of the t-test for the
original sample.

Table 12. T-Statistics

Original T Statistics P Values
Sample (O) (|O/STDEV))
Compensation (X1) = Job Satisfaction (Y) 0,317 2,270 0,024
Work Environment (X2) - Job Satisfaction (Y) 0,278 2,298 0,022
Work Stress (X3) = Job Satisfaction () 0,401 2,733 0,007

Source: PLS Output (2023)

Based on the table above, the variable Compensation towards Job Satisfaction obtained a
positive original sample value of 0.317. The data processing result for the t-test statistic shows that
the calculated t-value is 2.270, which is greater than the t-table value of 1.676. This means that there
is an influence of Compensation on Job Satisfaction. Furthermore, the P Values testing result shows
a significance value of 0.024, which is less than 0.05, indicating a significant influence. Therefore, it
can be concluded that the variable Compensation has a positive and significant influence on the
variable Job Satisfaction. Thus, the first hypothesis (H1) is accepted.

Next, for the variable Work Environment towards Job Satisfaction, the original sample value
obtained is 0.278, which is positive. The data processing result for the t-test statistic shows that the
calculated t-value is 2.298, which is greater than the t-table value of 1.676. This means that there is
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an influence of the Work Environment on Job Satisfaction. The P Values testing result shows a
significance value of 0.022, which is less than 0.05, indicating a significant influence. Therefore, it
can be concluded that the variable Work Environment has a positive and significant influence on the
variable Job Satisfaction. Thus, the second hypothesis (H2) is accepted.

Furthermore, for the variable Work-Related Stress towards Job Satisfaction, the original
sample value obtained is 0.401, which is positive. The data processing result for the t-test statistic
shows that the calculated t-value is 2.733, which is greater than the t-table value of 1.676. This
means that there is an influence of Work-Related Stress on Job Satisfaction. The P Values testing
result shows a significance value of 0.007, which is less than 0.05, indicating a significant influence.
Therefore, it can be concluded that the variable Work-Related Stress has a positive and significant
influence on the variable Job Satisfaction. Thus, the third hypothesis (H3) is accepted.

The F test is used to determine the simultaneous influence of the independent variables on
the dependent variable. Three independent variables and one dependent variable are used in this
study, namely Compensation (X1), Work Environment (X2), Work-Related Stress (X3), and Job
Satisfaction (Y). The decision-making criteria are as follows: a. If the calculated F value (F test) is
less than the tabulated F value or the significance value (p-value) is greater than 0.05, it means Ho
(null hypothesis) is accepted while Ha (alternative hypothesis) is rejected, indicating that there is no
significant simultaneous influence. b. If the calculated F value (F test) is greater than the tabulated F
value or the significance value (p-value) is less than 0.05, it means Ho (null hypothesis) is rejected
while Ha (alternative hypothesis) is accepted. This indicates a significant simultaneous influence.
The F test is conducted through manual calculations using the following formula:

o RZ/k
T (1-R?)/(n—k-1)
F 0,986/3
~ (1-0,986)/(54-3-1)
0,329
(0,012)/(50)
F=1173,81

Based on the results of the manual F-test, the obtained F-value is 1173.81. Then, for the F-
table with a significance level of 0.05 or 5%: Df1 = (Number of Variables - 1) = 3; Df2 = (Number of
Respondents - Number of Variables) = 50. Thus, the F-table value is 2.79. This indicates that the
calculated F-value of 1173.81 is greater than the F-table value of 2.79. Therefore, based on the
manual F-test calculation, it can be concluded that Compensation (X1), Work Environment (X2), and
Work-Related Stress (X3) have a significant simultaneous influence on Job Satisfaction (Y) at PT
Indomarco Prismatama or Indomaret in the Pancoran Subdistrict, South Jakarta. Hence, hypothesis
4 (H4) is accepted.

Discussion
The Influence of Compensation on Job Satisfaction

The total average index of respondents' answers regarding the Compensation variable on
Job Satisfaction is 85%. The highest index value is found in the statement "Recognition of employees
is provided appropriately” at 47.6 or 88%. This statement relates to the equality in the compensation
variable. Based on the respondent's answers, employees of PT Indomarco Prismatama feel satisfied
with their work because the company provides recognition to employees in line with job objectives.
The lowest index value is found in the item "Salary or wages | receive are in line with job demands"
at 44.4 or 82.0%. This indicates that the salary and wages provided to Indomaret employees are
quite in line with the job demands.

The hypothesis test results show that compensation has a positive and significant influence
on job satisfaction. This can be seen from the positive original sample value of 0.268. The data
analysis for the t-test statistic shows that the calculated t-value of 2.285 > the t-table value of 1.676,
which means there is an influence of Compensation on Job Satisfaction. The P-values test results
show a significance value of 0.023 < 0.05, which indicates a significant influence. Thus, it can be
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concluded that the Compensation variable has a positive and significant influence on Job
Satisfaction. Therefore, hypothesis one (H1) is accepted.

By accepting H1, the results indicate that when a good compensation system is
implemented, job satisfaction will also increase. Compensation variable reflects the rewards obtained
from the job. If employees receive rewards that are appropriate for their positions and work, job
satisfaction will increase.

Based on the lowest index result for Salary and Wages, it is found that the salary or wages
given to employees can determine their job satisfaction. The company should pay attention to the
level of employee satisfaction with their salary and wages by maintaining good communication
between store managers and employees, so they can exchange information well regarding Lost
Goods Note (LGN) or late shifts due to various reasons, which may cause employees to feel
dissatisfied with their salary and wages. Additionally, the compensation system should be improved
by providing overtime incentives if the store closes late due to certain circumstances, as well as
implementing penalty and additional incentives if there are employees who are late for their shifts
and need to work extra to cover the next shift.

The results of this study align with the initial hypothesis that compensation affects job
satisfaction due to overtime work without adequate compensation and incentive deductions through
Lost Goods Notes (LGN), which can impact job satisfaction. This is supported by previous studies
conducted by (Santosa & Sudirdjo, 2023), (Bagi & Indradewa, 2021), (Tupamahu et al., 2022),
(Ristowati & Turangan, 2022), (Prasetio et al., 2019), (Garibaldi, 2019), (Nuraini et al., 2022),
(Yuananda & Indriati, 2022), which state that there is a positive and significant influence of
compensation on job satisfaction.

The Influence of Work Environment on Job Satisfaction

The total average index of respondents' answers regarding the Work Environment variable
on Job Satisfaction is 87%, with the highest index value in the item "Physical work environment
supports my performance (e.g., good layout, comfort in all tasks)" at 47.8 or 89%. This statement
relates to job comfort in the work environment variable. Based on the respondent's answers,
employees of PT Indomarco Prismatama feel satisfied with their work because the Indomaret store
where they work has a relatively good working environment.

The lowest index value is found in the item "Superiors and coworkers have good
communication and instill positive values in the workplace" at 45.4 or 84.0%. This indicates that the
Social Relationship Harmony in the workplace of employees with superiors and coworkers is not
well-established, and they lack positive interactions.

The hypothesis test results show that the work environment has a positive and significant
influence on job satisfaction. This can be seen from the positive original sample value of 0.283. The
data analysis for the t-test statistic shows that the calculated t-value of 2.513 > the t-table value of
1.676, which means there is an influence of the Work Environment on Job Satisfaction. The P-values
test results show a significance value of 0.012 < 0.05, which indicates a significant influence. Thus,
it can be concluded that the Work Environment variable has a positive and significant influence on
Job Satisfaction. Therefore, hypothesis two (H2) is accepted.

By accepting H2, based on the highest index value indicating that the physical work
environment supports performance, it is known that the better the physical work environment, such
as good layout and comfort at work, the higher the employee's job satisfaction. In the future, the
company should pay attention to store and warehouse layout and create a comfortable work
environment, both physically and non-physically, so that employees feel at ease while working.
Additionally, the company should improve communication among employees and with superiors so
that they can work together effectively in the future.

The results of this study align with the initial hypothesis that the work environment affects job
satisfaction due to the layout, which affects job comfort, making it difficult for employees to perform
their tasks, and impacting job satisfaction. This is supported by previous research conducted by
(Sudrajat et al., 2022), (Kurniawan & Nurohmah, 2022), (Nuraini et al., 2022), (Dhyan Parashakti et
al., 2019), which states that the work environment has a positive and significant influence.
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The Influence of Job Stress on Job Satisfaction

The total average index of respondents' answers regarding the Job Stress variable on Job
Satisfaction is 86%, with the highest index value in the item "I replace my co-worker's tasks without
receiving additional compensation" at 48.2 or 89%. This statement relates to work authority in the
job stress variable. Based on the respondent's answers, employees of PT Indomarco Prismatama
often have to take over their co-worker's tasks without extra compensation.

The lowest index value is found in the item "I have constraints in communicating with my
superiors at work" and "l feel satisfied with the work | do" at 45.6 or 84.0%. This indicates that
employees face some constraints at work and do not feel completely satisfied with their work.

The hypothesis test results show that job stress has a positive and significant influence on
job satisfaction. This can be seen from the positive original sample value of 0.448. The data analysis
for the t-test statistic shows that the calculated t-value of 3.640 > the t-table value of 1.676, which
means there is an influence of Job Stress on Job Satisfaction. The P-values test results show a
significance value of 0.000 < 0.05, which indicates a significant influence. Thus, it can be concluded
that the Job Stress variable has a positive and significant influence on Job Satisfaction. Therefore,
hypothesis three (H3) is accepted.

By accepting H3, it is found that higher job stress leads to increased job satisfaction. This
indicates the presence of functional stress, where stress motivates employees to work harder to
achieve job satisfaction, in this case, in terms of fair compensation and incentives. The smallest index
value is related to constraints in communicating with superiors, and the company should improve this
aspect by requiring store managers to be present at the store on certain days to interact with
employees and build good communication. Additionally, Indomaret should implement a good penalty
system for employees who arrive late so that previous shift employees do not experience issues like
late shifts.

The results of this study align with the initial hypothesis that job stress affects job satisfaction
due to excessive workload, where each employee has targets that must be met, and demands from
the company, which can influence job satisfaction. This is supported by previous research conducted
by (Polopadang et al., 2019), which states that job stress has a positive influence.

4. CONCLUSION

Based on the analysis and discussion presented in the previous chapter using the SmartPLS
3.2.9 software regarding the influence of Compensation, Work Environment, and Job Stress on
Employee Job Satisfaction at PT Indomarco Prismatama, specifically at Indomaret in the Pancoran
area, South Jakarta, it can be concluded that: Compensation has a positive and significant influence
on employee job satisfaction at PT Indomarco Prismatama. Therefore, the null hypothesis (Ho) is
rejected, and the alternative hypothesis (Ha) is accepted, indicating that Compensation has a
significant effect on employee job satisfaction; Work Environment has a positive and significant
influence on employee job satisfaction at PT Indomarco Prismatama. Therefore, the null hypothesis
(Ho) is rejected, and the alternative hypothesis (Ha) is accepted, indicating that the Work
Environment has a significant effect on employee job satisfaction; Job Stress has a positive and
significant influence on employee job satisfaction at PT Indomarco Prismatama. Therefore, the null
hypothesis (Ho) is rejected, and the alternative hypothesis (Ha) is accepted, indicating that Job
Stress has a significant effect on employee job satisfaction. It is observed that the job stress
experienced by employees is positive stress, meaning it motivates, builds, and drives employees to
perform their tasks and responsibilities, resulting in them being satisfied with their compensation and
job; Additionally, Compensation, Work Environment, and Job Stress have a significant simultaneous
influence on employee job satisfaction. Therefore, it can be stated that hypothesis (H4) is accepted.
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