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ABSTRACT

Grab is a transportation service that has experienced significant development amid the
progress of digitalization. Until now, the existence of Grab has been significant for the
community, providing jobs and helping people access their destinations quickly. However,
various predictors emerged thatled to a decrease in work activation by Grab partners. This
study aims to analyze the correlation of work environment and compensation with job
satisfaction as mediators in increasing work motivation at Grab Partners in Balikpapan City.
The quantitative design was used by distributing an online questionnaire to 100 respondents
in Balikpapan City. Sample determination using nonprobability sampling with the accidental
sampling technique There were seven hypotheses, which were analyzed using multiple linear
regression with a significance level of 95% (p <0.05). The findings demonstrate that job
satisfaction at Grab Partners in Balikpapan City mediates the relationship between work
motivation and compensation. As a result, all variables have a significant positive correlation
and influence each other directly and indirectly. According to this study, Grab companies
can pay attention to work environment factors and compensation in influencing partner
work motivation through job satisfaction to enhance the image and services of partners.

Keywords: work environment, compensation, job satisfaction, motivation, grab a partner.

INTRODUCTION

Grab is one example of innovation leading the transformation of Indonesia’s transportation
sector. Apart from being an innovation in people’s transportation facilities, Grab is also.
Environmental factors have a significant impact on the job satisfaction of Grab partners.
Previous research has found that the work environment affects employee described as the
emergence of a technology-based business phenomenon in Indonesia (Wijaya, 2022). Grab
has recently promoted its new brand information through various communication media.
The existing components in the community’s attitude toward the Grab application also play
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a role in determining the assessment of Grab’s new brand (Asfiah, Riyanto, and Mainingrum,
2022) satisfaction.

The work environment comprises facilities and infrastructure around employees
performing tasks that may influence their job performance (Aruan and Fakhri, 2016). As a
result, businesses must establish productive physical and nonphysical environments. A
favorable work environment is sure to result in excellent employee performance. Employee
job satisfaction can boost morale in the workplace and affect employee performance. In
other words, “job satisfaction” refers to the satisfaction and dissatisfaction of employees
with their jobs (Baqi and Indradewa, 2021; Lesmana, Indradewa, and Syah, 2021).

Work motivation also affects work happiness (Latham and Pinder, 2005). Work
motivationis theinternal and external energy force that defines the form, direction, intensity,
and duration of work-related behavior. This is also the only opportunity that online
motorcycle taxi partners can pursue. The partners also realize that an effort is needed to
achieve the results of this motivation, including providing friendly service to passengers. This
corresponds to (Sompie, Taroreh, and Lumintang, 2019) that there is a positive influence
between these factors. The partners realize that something beyond basic needs is always
having comrades-in-arms together (Anggraeni, 2020).

Work motivation significantly impacts grab partners’ level of job satisfaction.
Research conducted by Musoli and Palupi (2018) shows that intrinsic and extrinsic
motivation play an important role because they become the background of individuals
working diligently to achieve maximum results. External motivational factors include wages,
job security, working conditions, status, company procedures, quality of supervision, and
interpersonal relationships between colleagues, superiors, and subordinates. Therefore, work
motivation variables are essential to increase employee job satisfaction.

The compensation, incentives, and rewards that grab partners earn for their
employees influence their job satisfaction. Direct payments (wages, salaries, incentives,
commissions, and bonuses) and indirect payments (compensation) (in the form of financial
benefits such as insurance and vacation pay by the company) The organization shows its
appreciation for the efforts of its employees by compensating (Jiang e a/., 2016; Susano,
Subiantoro and Rinaldi, 2023).

Given the rising cost of living, remuneration can motivate employees to improve
their performance. According to Sompie, Taroreh, and Lumintang (2019), employees are
seen as having a level of satisfaction that is entirely or very satisfactory, both in terms of
financial and non-financial compensation. Therefore, organizations must be concerned for
their employees to increase employee satisfaction by providing financial and nonfinancial
rewards (Palupi, 2021).

Balikpapan City has become one of the cities where Grab has operated since July
2017 and operates as an alternative mode of online transportation available in Balikpapan
City. As a service provider, Grab has the responsibility to ensure the welfare of partners
through the contracts that have been carried out together with Grab driver partners. One
indicator of grab partners' welfare is their job satisfaction level.

From the results of previous research, it can be seen that factors such as work
environment, work motivation, and compensation influence partners' levels of job
satisfaction. This study aims to analyze the correlation of work environment and
compensation with job satisfaction as mediators in increasing work motivation at Grab
Partners in Balikpapan City. The hope is to provide information and identify predictors to
increase job satisfaction and motivation among Grab partners.
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LITERATURE REVIEW AND HYPOTHESIS
Work Environment

Comfort will affect how well employees do their jobs. However, an uncomfortable work
environment can be fatal because it can decrease employee performance (Putri ez al., 2019).
Nasution (2017) said that a worker's work environment is everything around them that can
affect how well they do their job. Several factors should be considered to build a positive
work environment, including (Siagian, 2011): workplace structure, large work areas, air
ventilation exchanges, places of worship available, and quick access to unique and public
transport options. Types of work environments are classified into two elements: physical and
nonphysical work environment factors (Sedarmayanti, 2017).

Work Motivation

Motivationis the drive that makes a person think and actin a certain way to get them to do
something (Poceratu, 2021). Work motivation is a person's inner drive to engage in work-
related activities (Clark, 2003). Motivation is divided into two types: positive (when a leader
encourages or stimulates followers by rewarding those who do more than expected) and
negative (when a leader makes his followers afraid of gettinginto trouble). Hasibuan (2017)
states that motivationalindicators include the body's needs, security and safety, social needs,
self-esteem, and the desire for self-actualization.

Compensation

Compensation is essential for acquiring and retaining talented employees committed to
doing a good job. Hasibuan (2017) stated that compensation is any money or direct or
indirect goods that employees earn in exchange for the work they do for the company.
Creating an effective pay structure is an integral part of human resource management, which
has implications for finding and retaining good employees. The compensation indicators
include wages and salaries, incentives, benefits, and facilities. The higher the wages received,
the heavier the workload will be, in line with the company's progress. Compensation
management in business organizations is critical. Employees with superior talentsin their
industry will receive a salary commensurate with their performance. The wages and benefits
that employees will receive will determine how competitive the company's position will be.

Job Satisfaction

Hasibuan (2017) says that job satisfactionis a state of mind in which a person enjoys and
loves his or her job. Job satisfaction is a continuous feeling, so it must always be managed.
Rahayu and Riana (2017) Job satisfaction is a feeling that can make a person happy at work
or help them achieve their work goals. Job satisfaction indicators can be measured in several
ways, including feelings about salary, promotion, colleagues, and work.

Hypothesis Development

Correlation of Work Environment and Job Satisfaction

The work environment is a significant factor influencing job satisfaction among employees
ina company. Researchby Irma and Yusuf (2020) states that thereis a significant relationship
between the work environment and employee job satisfaction at cooperative offices with
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MSMEs in Bima Regency. Furthermore, (Akhter ez a/, 2020) stated that the work
environment positively affects the job satisfaction of community correctional staff in China,
and (Ayub, Tangngisalu and Albar, 2020) stated that employee job satisfaction affects the
work environment at the Makassar City Transportation Office. Referring to previous
research, the following hypothesis was formulated:

H;: There is a strong and positive correlation between job satisfaction and the workplace.

Correlation of Compensation and Job Satisfaction

Compensation is an essential part of increasing job satisfaction. Research by Baqi and
Indradewa (2021) states that employee salaries have a significant effect on job satisfaction in
terms of length and work status at Alfamart, and Ramadhani (2019) reveals that
compensation has a significant positive effect on employee job satisfaction at PT Rosere
Multiguna and Rahayu and Riana (2017) salary has a tremendous positive influence on job
satisfaction. Referring to previous research, the following hypothesis was formulated:

Hy: It is believed that remuneration and job satisfaction have a solid and profitable relationship.

Correlation of Work Envitonment and Work Motivation

A good work environment is believed to improve and motivate employee work. Basalamah
and As’ad (2021) research revealed that work motivation significantly positively affects
instructor job satisfaction in private institutions in Makassar. In addition, Igbal, Saluy and
Hamdani (2021) stated that employee performance and motivation have a significant positive
effect on the work environment. Ingsiyah, Haribowo and Nurkhayati (2019) stated that
physical and nonphysical work arrangements benefit the work motivation of PT Pupuk
Sriwidjaja Palembang, Central Java Regional Marketing Center (PPD). Referring to previous
research, the following hypotheses were formulated:

H;: 1t is believed that the workplace environment and work motivation have a beneficial and substantial
relationship.

Correlation of Compensation and Work Motivation

Rahardjo (2017) states that compensation has a positive and statistically significant influence
on the motivation of employees of private universities in the city of Makassar. Negash,
Zewude and Megersa (2014) stated that compensation has a positive and significant effect
on the work motivation of academic staff at Jimma University. Putri (2017) stated that
compensation positively and significantly affects employee motivation at PT Pusaka Prima.
Referring to previous research, a hypothesis was formulated:

H : It is believed that remuneration and motivation at work have a profitable and substantial relationship.

Correlation of Job Satisfaction and Job Motivation

Numerous studies have revealeda correlation between job satisfaction and work motivation.
Tentama, Subardjo and Dewi (2020) explained that the relationship between work
motivation and job satisfaction has a positive and significant effect on the job satisfaction of
academic staff at University X in Yogyakarta. Al Tayyar (2014) explains that there is a
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relationship between teachers' job satisfaction in general and their overall motivation.
Referring to previous research, a hypothesis was formulated:

Hj: It is believed that job satisfaction and work motivation are positively and significantly correlated.

Correlation of Work Environment and Work Motivation through Job Satisfaction

Research by Igbal, Saluy and Hamdani (2021) explains that the work environment positively
and significantly affects employee performance. The fact that job satisfaction factors and
work environments are interdependent. Basalamah and As’ad (2021) stated that the work
environment significantly impacts job satisfaction, and work motivation and happiness
significantly impact performance. Referring to previous research, a hypothesis was
formulated:

Hy: 11 is believed that job satisfaction dramatically influences the relationship between work environment and
motivation.

Correlation of Compensation and Work Motivation through Job Satisfaction

Ayubi (2019) explains that compensation has a significant direct effect on performance
through job satisfaction; Baqi and Indradewa (2021) explain that compensation and
motivation have a positive and significant effect on job satisfaction, and job satisfaction
moderates the effect of compensation. Referring to previous research, a hypothesis was
formulated:

H;: Job satisfaction is believed to dramatically influence the relationship between salary and work motivation.

METHOD

This quantitative research methodology aims to confirm the correlation between the
hypothesis's studied variables (Darwin ef al, 2021). The research was conducted by
distributing validated and reliable questionnaires to 100 Grab partner respondents in
Balikpapan City—determination of samples using non-probability sampling with accidental
sampling techniques (Adnyana, 2021). Data were collected through Google Forms to identify
work environment variables and compensation for work motivation, with job satisfaction as
an intervening variable. The research framework in this study is presented in Figure 1.

Working
Environment .
(xX1) v
: H1
N SEEEREE A H6 |------. > Work
Job Satisfaction H5 Motivation (Y)
V) J
o Y H7
Compensation [~
(X2) H4 >

Figure 1. Research Framework
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All data obtained are then tabulated, and statistical analysis is carried out using
multiple linear regression analysis, with the equation presented in Equation 1 (Darwin e a/,
2021).

Y= a4 B1X 4 oX s 1)

Y is the level of work motivation, « is the constant, 31 and 32 are the independent
variable coefficients, X1 is the working environment factor, X2 is compensation, and ¢is the
error. The t-test partially determines the magnitude of the influence on the dependent
variable, and the f-test is used for simultaneous analysis. The decision is expressed according
to the hypothesis of a probability value of <0.05 (95% confidence level).

Characteristics of research respondents

At this stage, identification of respondent characteristics suchas age, gender, educationlevel,
and income is carried out. The results showed that the age characteristics were dominated by
male partners or respondents aged 26—35; the last level of education was undergraduate
(S1/S2/83);and the monthly income reached IDR 3,000,001-4,000,000. The characteristics

of the respondents are presented in table 1.

Table 1. Characteristics of Research Respondents

Characteristic Frequency (n = 100) Percentage (%)
Age
17 — 25 years old 11 11
26 — 35 years old 47 47
36 — 45 years old 20 20
46 — 55 years old 15 15
> 55 years old 7 7
Gender
Male 63 63
Female 37 37
Education
Junior High School 4 4
Senior High School 9 9
Diploma (D1/D2/D3/D4) 23 23
Bachelor (§1/82/83) 64 64
Income (IDR)
< 1.000.000 5 5
1,500,000.00 — IDR 2,000,000.00 11 11
2,000,001 — 3,000,000 22 22
3,000,001— 4,000,000 30 30
4,000,001- 5,000,000 20 20
> 5,000,000 12 12

RESULTS AND DISCUSSION
Classical Assumption Analysis

Based on the validity testing results, an r-table value of 0.195 was obtained with a probability
of 0.000, indicating thatindicators of work environment, compensation, job satisfaction, and
motivation are declared valid. Furthermore, in reliability testing, Cronbach's alpha values on
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four variables were observed to be >0.90 higher than the standard 0.70, which indicates that
the variable is declared reliable. Next, the results of data normality testing using the one-
sample Kolmogorov-Smirnov test showed that this regression model was generally
distributed because the resulting probability value was 0.668 > 0.05. Then, based on the
results of the multicollinearity examination, a variance inflation factor value of 0.10 and a
tolerance of > 0.10 met the required threshold. The results of the multicollinearity test are
presented in table 2.

Table 2. Multicollinearity Test Results

Cocefficients’
Collinearity Statistics
Dpe Tolerance VIF
Work Environment 0.499 2.006
1 Compensation 0.504 1.985
Job Satisfaction 0.434 2.302

Based on the results of the heteroscedasticity examination, heteroscedasticity does
not exist in the stage 1 and 2 regression models. There is no clear pattern, and the data do
not spread above or below zero on the y-axis. Figure 2 shows the pattern of
heteroscedasticity test results.
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Figure 2. Test Patterns for Stage 1 (Left) and 2 (Right) Heteroscedasticity

Multiple Linear Regression Analysis

The stage 1 multiple linear regression examination results obtained the equation Z = 0.546 +
0.388X1 + 0.469X2 + e. The findings showed that the constant value of 0.546 means that
job satisfaction at Grab Balikpapan Partners is 0.546 if there is no change or increase in work
environment factors or remuneration. Furthermore, in the work environment variable (X1),
a positive regression coefficient of 0.388 was obtained between the values of the work
environment (X1) and job satisfaction (Z). Assuming other factors remain constant, job
satisfaction at Grab Balikpapan partners increases by 0.388 if the work environment variable
increases by 1 unit, and vice versa. Finally, in the compensation variable (X2), a positive
regression coefficient of 0.469 was obtained between the values of the compensation
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coefficient (X2) and job satisfaction (Z). Thus, if other factors remain constant, job
satisfaction at Grab Balikpapan partners will increase by 0.469 if the variable salary increases

by 1 unit, and vice versa. The results of multiple linear regression analysis stage 1 are presented
in Table 3.

Table 3. Multiple Linear Regression Analysis Stage 1

Coefficients®
Unstandardized Standardized
Type Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 0.546 0.306 1.787 0.077
1 Work Environment 0.388 0.077 0.424 5.029 0.000
Compensation 0.469 0.096 0.414 4.905 0.000

a. Dependent Variable: Job Satisfaction

The multiple linearregression analysis stage 2 results obtained the equation’Y = 0.192
+0.170 X1 + 0.176 X2 + 0.593 Z + e. As a result, a constant value of 0.192 indicates that
work motivation at Mitra Grab Balikpapanis 0.192 if there is no change or increase in the
work environment, salary, or job satisfaction factors. Then, in the work environment (X1),
the correlation between work motivation (Y) and work environment (X1) is 0.170. Therefore,
if all other factors remain the same, work motivation at Grab Balikpapan partners will
increase by 0.17 if the work environment variable increases by 1 unit and decrease by 0.17 if
the work environment variable decreases by 1 unit.

In the compensation variable (X2) for work motivation (Y), a positive regression
coefficient value of 0.176 was obtained. If the compensation variable increases by 1 unit,
work motivation at Grab Balikpapan Partners increases by 0.1706, and vice versa, assuming
the other variables remain the same. Finally, in the job satisfaction variable (Z), which
obtained a positive regression coefficient of 0.593, there is a relationship between work
motivation (Y) and job satisfaction (Z). Thus, if other factors remain constant, work
motivation at Grab Balikpapan Partners will increase if the job satisfaction variable increases
by 1 unit, and vice versa. The results of multiple linear regression analysis stage 2 are presented
in Table 4.

Table 4. Multiple Linear Regression Analysis Stage 2

Coefficients®

Unstandardized Standardized

Type Coefficients Coefficients t Sig.
B Std. Error Beta

(Constant) 0.192 0.226 0.849 0.398
1 Work Environment 0.170 0.063 0.191 2.686 0.009
Compensation 0.176 0.078 0.159 2.254 0.027
Job Satisfaction 0.593 0.074 0.610 8.009 0.000

a. Dependent Variable: Work Motivation
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Hypothesis Testing

Based on the hypothesis confirmation results, all hypotheses are accepted in each research
variable and are presented in Table 5 and Figure 3.

Table 5. Results of Hypothesis Confirmation

. Regression Path p-
Variable coefficient Coefficient t value
Work Environment = Job Satisfaction (Z) 0,388 0,424 5,029 0,000
Job satisfaction compensation = (Z) 0,469 0,414 4,905 0,000
V(S(/{())rk Environment (X1) = Work Motivation 0,170 0,191 2,686 0,009
Compensation (X2) = Work Motivation (Y) 0,176 0,159 2,254 0,027
Job Satisfaction (Z) = Work Motivation (Y) 0,593 0,610 8,009 0,000
Working 0.191
Environment |
(X1) 0.424
A 4
Job Satisfaction Work Motivation
L 0.610
2) ) (v)

Compensation 0.414

(X2) %

0.159

Figure 3. Diagram of Paths Between Hypotheses

Correlation of Work Environment and Job Satisfaction

Testing Hypothesis 1, which looks at the relationship between work environment (X1) and
job satisfaction (Z), shows a positive path coefficient of 0.424, which indicates that job
satisfaction will rise when the work environment variable rises. The work environment
significantly and positively influences how happy Grab Partners in Balikpapan City are with
their work. This is indicated by the fact that the beta coefficient is positive (0.424) and the sig
value is 0.000 (p<0.05).

Therefore, job satisfactionis considered higher when the work environment is better.
Grab partners in Balikpapan City consider the work environment good because they can
follow the rules and finish on time. Partners can work welland be happy in a great workplace.
Previous research by Musoli and Palupi (2018), showing a strong link between employee job
satisfaction and the work environment, supports this study's findings. People will feel more
comfortable working in an atmosphere that supports them in carrying out their obligations
successfully. Work environment and job satisfaction substantiallyimpact (Igbal, Saluy, and
Hamdani, 2021). The workplace environment influences the comfort of people doing their
jobs and the level of job satisfaction felt.
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Correlation of Compensation and Job Satisfaction

Testing hypothesis 2, showing that compensation (X2) affects job satisfaction (Z), yields a
positive path coefficient of 0.414, showing that as compensation increases, so does job
satisfaction. The calculation of the significance test using the t statistic yields a p-value of
0.000 (p<0.05) and a calculated t of 4.905. According to the findings of hypothesis 2 testing,
compensation has a positive and substantial impact on job satisfaction for Grab Partners
operating in Balikpapan City.

Therefore, perceived job satisfaction will increase with a higher salary. Payments
made to grab partners in Balikpapan City are considered fair and commensurate with the
duties assigned. Perceived comfort and job satisfaction can increase with the quality of
incentives or remuneration. The results of this study fit with the research of Aruan and Fakhn
(2016), which found a solid and positive relationship betweenjob satisfaction and how people
view their paychecks. Modification of employee remuneration in the hope of increasing the
job satisfaction of the organization. It was also shown in later studies by Rahayu and Riana
(2017) that remuneration significantly increased job satisfaction. Employees' perception of
their level of satisfaction will be influenced by compensation in the form of rewards for tasks
they have completed. The likelihood of employees going to another organization will be lower
if they receive a better salary.

Correlation of Work Environment and Work Motivation

The results of testing Hypothesis 3 on the relationship between work environment (X1) and
work motivation (Y) showed a positive path coefficient of 0.191. Work motivation will
increase along with the increase in work environment variables. Based on the findings, the
work environment has a positive and substantial impact on the motivation of Grab Partners
to work in Balikpapan City, with a probability value of 0.009 (p<0.05).

The perception of work motivation will thus increase witha betterwork environment.
In Balikpapan City, grab partners believe that their work environment is favorable and
supportive, which can affect their motivation. A friendly and accommodating working
atmosphere will motivate partners to perform theirwork obligations. The results of this study
are consistent with Girdwichai and Sriviboon (2020). Their research found that the
environment in the workplace has a positive and significant effect on employee motivation.
Employees who work in a safe and supportive environment will be more motivated and
driven to do theirjobs well. Studies by Ingsiyah, Haribowo, and Nurkhayati (2019) show that
physical and nonphysical work environments positively affect employee motivation. How a
person performs a given task will depend on where they work. A healthy and supportive
workplace can make people want to do their best work for the company (Nathalia and
Irwansyah, 2018; Hartono, Efendi, and Nurwati, 2021).

Correlation of Compensation and Work Motivation

In the fourth hypothesis, compensation (wages) has a significant and positive effect on the
motivation of Grab Partners in Balikpapan City to do their work. As evidence, the positive
beta coefficientis 0.159, and the probability value is 0.027 (p<0.05). Therefore, the level of
perceived work motivation will increase the greater the reward. Their job duties consider the
salary earned by Grab partners in Balikpapan City. Highersalaries canboost employee morale
and inspire them to work harder and longer.
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Previous research by Rahardjo (2017) showed that wages significantly and positively
affect work motivation. People's feelings about the company they work for will likely be
influenced by how much money they make. Employees will be motivated to perform better
if the salary is appropriate. There is a favorable correlation between remuneration and work
motivation. Compensation is one of the primary considerations for employees when looking
for and doing a job (Basalamahand As'ad, 2021; Nabawi, 2021). A raise can motivate workers
more at work by serving as a reward for the effort already made.

Correlation of Job Satisfaction and Job Motivation

Based on the results of hypothesis 5 testing, job satisfaction significantly and positively affects
how motivated Grab Partners in Balikpapan City are to do their jobs. This is indicated by the
fact that the beta coefficient is positive (0.610) and the sig value is 0.000 (p<<0.05). Higher job
satisfaction can make people feel more motivated to work. The pleasure of the experience,
according to Grab's partners in Balikpapan City, has met their expectations of the company.
Higher job satisfaction from partners is the reason and encouragement for brands to always
do a good job.

Research by Musoli and Palupi (2018) shows a good relationship between job
satisfaction and motivation. The results of this study are as follows. Work that becomes a
task because of organizational commitment may impact job happiness. Employees can be
more productive at work if they feel comfortable with what they do. Studies by Tentama,
Subardjo, and Dewi (2020) show a link between being happy at work and being motivated to
work. When an employee is happy and satisfied with his job, he will feel good about his
company. This will increase the motivation felt by employees to carry out the work charged
to them and do it well.

Correlation of Work Environment and Work Motivation through Job Satisfaction

Based on the results of hypothesis 6 testing, there is a relationship between work motivation
and job satisfaction for Grab partners in Balikpapan City. The indirect effect coefficient is
0.25864, and the probability value is 0.000 (p<0.05). Therefore, the better the work
environment, the more likely job satisfaction and how motivated people think they are to
work will increase. Grab partners in Balikpapan City have a good working environment
because it helps them do a good job and can make them happy at work. Job satisfaction that
is formed can encourage partner motivation to work harder toward the target to be achieved.

This study's results align with research by Kurniawanto, Rahmadi, and Wahyudi
(2022), which found that working conditions affect employees' motivation and happiness at
work. Job satisfaction can reduce the effect of the workplace environment on motivation.
Employees are more likely to work hard when the workplace is quiet and pleasant. A
comfortable workplace will make people more productive and happier at work. Employees
will be more motivated to work harder with better job satisfaction (Sinuraya and Ekawati,
2023).

Correlation of Compensation and Work Motivation through Job Satisfaction

According to the findings of hypothesis 7 testing, job satisfaction mediates wages and work
motivation for Grab Partners working in Balikpapan City. An indirect effect coefficient of
0.25254 and a probability value of 0.000 (p<<0.05) prove this. As a result, a pay increase can
increase job satisfaction and benefit how motivated people feel about their jobs. The known
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rules and agreements consider the compensation received by Grab Partners in Balikpapan
City. The right salary can make people happier and more motivated to work.

The results of this study are similar to the research of Rachmawatietal. (2021), which
shows that salary positively affects job satisfaction and motivates workers to do their jobs.
Salary significantly influences employee satisfaction with their job (Idris e a/., 2020). How
people feel about their jobs can affect how they act. Employees who are happy with their
jobs are more likely to be motivated at work. However, being unhappy at work makes
employees less likely to work and less likely to want to work.

RESEARCH LIMITATIONS

This study has yet to be able to generalize conditions within the scope of the city directly
because the sample determined has not described the actual condition, so an increase in the
sample is needed. In addition, the indicators in each questionnaire item need to be improved
to increase the validity of the research results.

MANAGERIALIMPLICATIONS

This research implies that Grab companies need to focus on improving the work
environment for their partnersin Balikpapan City. This canbe achieved by providing relevant
training, adequate facilities and infrastructure, and good communication between Grab's
management and partners. Organizational support and positive collegial relationships can
increase partners' job satisfaction, positively impacting their work motivation. In addition,
companies need to periodically evaluate and improve their compensation systems, including
salaries, incentives, and benefits, to keep up with market demands and provide fair rewards
for good performance. A motivating compensation component can be vital to increasing
Grab partners' motivation.

CONCLUSION

The findings show that the work environment and compensation are influenced by work
motivation mediated by job satisfaction at Grab Partners in Balikpapan City. The findings
showed that all variables have a significant positive correlation and influence each other
directly and indirectly. In the future, further research related to matters that affect the
commitment of Grab workers in Balikpapan City regarding job satisfaction, motivation, and
work environment is needed.

REFERENCES

Adnyana, IM.D.M. (2021) ‘Populasi dan Sampel’, in M. Darwin (ed.) Metode Penelitian
Pendekatan Kuantitatif. 1st edn. Bandung: CV. Media Sains Indonesia, pp. 103—-116.

Akhter, M., Uddin, S. M. N., Rafa, N., Hridi, S. M., Staddon, C. and Powell, W. (2020)
'Drinking water security challenges in rohingya refugee camps of cox's bazar,
Bangladesh', Sustainability (Switzerland), 12, pp. 7325-7325.

Al Tayyar, K. (2014) 'Job satisfaction and motivation amongst secondary school teachers in Saudi Arabia'.
Thesis. Department of Education, University of York.

Anggraeni, F.N. (2020) ‘Survey motivasi ketja driver ojek online grab’, Scentific Journal Of
Reflection: Economic, Acconnting, Management and Business,3(3), pp. 251-260.

318


https://journal.uii.ac.id/selma/index

C AA Selekta Manajemen: Jurnal Mahasiswa Bisnis & Manajemen
DAY E-ISSN: 2829-7547 | Vol. 02, No. 03,2023, pp. 307-322

bttps:/ [ jonrnal.uii.acid/ selma/ index

Selekta Manejemen

Aruan, Q.S. and Fakhri, M. (2016) ‘Pengaruh lingkungan kerja terhadap kepuasan kerja
karyawan lapangan departemen grasberg’, Modus, 27(2), p. 141. Available at
https://doi.org/10.24002/modus.v27i2.553.

Asfiah, N., Riyanto, D.W.U. and Mainingrum, D. (2022) ‘Effects of Work Flexibility and
Compensation on Employee Performance through Job Satisfaction: Evidence from

Shopee-Food East Java, Indonesia’, International Journal of Multidisciplinary Research and
Abnalysis,5(10), pp. 2569-2578. Available at: https://doi.org/10.47191/ijmra/v5-i10-02.

Ayub, A., Tangngisalu, J. and Albar, E. (2020) 'Pengaruh Lingkungan Kerja Terhadap
Kepuasan Pegawai Dengan Mediasi Komunikasi Pada Dinas Perhubungan Kota
Makassat', Niagawan, 9(2), pp. 86-86.

Ayubi, R. (2019) '"Pengaruh kompensasi dan motivasi terhadap kinetja dengan kepuasanketja
sebagai variabel intervening pada karyawan group sam 2 bank manditi', Jurnal Ilmiah
Mabasiswa FEB, 7(2), pp. 1-13.

Bagqi, F.A. and Indradewa, R. (2021) "The Effect of Compensation on Job Satisfaction of
Permanent and Contract Employees', American International Jonrnal of Business Management,
4(08), pp. 144-151.

Basalamah, M.S.A.and As’ad, A. (2021) “The role of work motivationand work environment
in improving job satisfaction’, Golden Ratio of Human Resource Management, 1(2), pp. 94—
103. Availableat: https://doi.otg/10.52970 /gthrm.v1i2.54.

Clark, R.E. (2003) ‘Fostering the work motivation of individuals and teams’, Performane
Improvement, 42(3), pp. 21-29. Available at: https://doi.org/10.1002/pfi.4930420305.

Darwin, M., Mamondol, M.R., Sormin, S.A.; Nurhayati, Y., Tambunan, H., Sylvia, D,
Adnyana, IMDM, Prasetiyo, B., Vianitati, P. and Gebang, A.A. (2021) Quantitative
approach research method. 1st edn. Edited by T.S. Tambunan. Bandung: CV Media Sains
Indonesia.

Girdwichai, L. and Sriviboon, C. (2020) ‘Employee motivation and performance: do the work
environment and the training matter?’, Journal of Security and Sustainability Issues, 9(4), pp.
42-54. Available at: https://doi.org/10.9770/jss1.2020.9.](4).

Hartono, R., Efendi, E. and Nurwati, E. (2021) “The effect of compensation and motivation
on employee performance with job satisfaction as intervening variables at hotel XYZ,
in Jakarta’, Majalah  llmiah  Bijak, 18(1), pp. 153-166. Available at
https://doi.org/10.31334/bijak.v18i1.1309.

Hasibuan, M.S.P. (2017) ‘Manajemen Sumber Daya Manusia’, Cetakan Ke-21’, PT Bumi Aksara.
Jakarta, 145.

Idris, I, Adi, K.R., Soetjipto, B.E. and Supriyanto, A.S. (2020) “The mediating role of job
satisfaction on compensation, work environment, and employee performance: Evidence
trom Indonesia’, Entrepreneurship and Sustainability Issues, 8(2), pp. 735-750. Available at:
https://doi.org/10.9770/jesi.2020.8.2(44).

Igbal, A.M., Saluy, S. A. and Hamdani, Y.A. (2021) "The effect of work motivation and work
environment on employee performance mediated by job satisfaction (at PT ICI Paints

319


https://journal.uii.ac.id/selma/index

C AA Selekta Manajemen: Jurnal Mahasiswa Bisnis & Manajemen
DAY E-ISSN: 2829-7547 | Vol. 02, No. 03,2023, pp. 307-322

bttps:/ [ jonrnal.uii.acid/ selma/ index

Selekta Manejemen

Indonesia)', Dinasti International Journal of Education Management and Social Science, 2.(5), pp.
842-871. Available at: https://doi.otg/10.31933/dijemss.v2i5.942.

Ingsiyah, H., Haribowo, P. and Nurkhayati, I. (2019) ‘Pengaruh lingkungan kerja terhadap
motivasi kerja karyawan pada PT. Pupuk Sriwidjaja Palembang, pusti pemasaran daerah
(PPD) Jawa Tengah’, Admisi dan Bisnis, 20(1), p. 83. Available at
https://doi.org/10.32497/ab.v20i1.1428.

Irma, A. and Yusuf, M. (2020) 'Pengaruh lingkungan kerja terhadap kepuasan ketja pegawa,
Jurnal Manajemen, 12(2), pp. 253-258.

Jiang, S., Lambert, E.G., Zhang, D., Jin, X., Shi, M. and Xiang, D. (2016) ‘Effects of Work
Environment Variables on Job Satisfaction Among Community Correctional Staff in
China’, Criminal  Justice and Bebavior, 43(10), pp. 1450-1471. Available at:
https://doi.org/10.1177/0093854816633493.

Kurniawanto, H., Rahmadi, Z.T. and Wahyudi, M.A. (2022) ‘Effect of work environment
and motivation on employee performance with job satisfaction as a mediation’,
International Journal of Social and Management Studies,3(3), pp. 150—162.

Latham, G.P. and Pinder, C.C. (2005) “‘Work Motivation Theory and Research at the Dawn
of the Twenty-First Century’, Annnal Review of Psychology, 56(1), pp. 485-516. Available
at: https://doi.org/10.1146/annurev.psych.55.090902.142105.

Lesmana, H., Indradewa, R. and Syah, T.Y.R. (2021) ‘Ozganization Innovation Effect on Job
Satisfaction and Employee Engagement Over Job Performance at PT. UTAC
Manufacturing Services Indonesia’, Journal of Multidisciplinary Academic, 5(3), pp. 208—215.

Musoli, M. and Palupi, M. (2018) ‘Upaya Peningkatan Kepuasan Kerja dan Kinerja Karyawan
Perguruan Tinggi Melalui Motivasi Intrinsik dan Ekstrinsik’, [BTT : Jurnal Bisnis Teori dan
Implementasi, 9(2), pp. 107-122. Available at: https://doi.org/10.18196/bti.92110.

Nabawi, D. (2021) “The Effect of motivation on job satisfaction with commitment as
mediation variable (case study on online driver partner of technology companies in
Ogan llir Regency)’, International Journal of Management and Humanities, 6(4), pp. 1-9.
Available at: https://doi.otg/10.35940 /ijmh.b1404.126421.

Nasution, N.M.S. and DR, M. (2017) ‘Hubunganlingkungan kerja non fisik dengan kepuasan
kerja pada perawat RS] Prof.Dr.Muhammad Ildrem Sumatera Utara’, Jurnal Diversita,
3(2), p. 25. Available at: https://doi.org/10.31289 /diversita.v3i2.1259.

Nathalia, H.B. and Irwansyah, 1. (2018) ‘Aplikasi transportasionline GO-JEK bentuk dan
konstruksi sosial teknologi dalam media barw’, Mediator: Jurnal Komunikasi, 11(2), pp.
227-235. Available at: https://doi.org/10.29313/mediator.v11i2.3737.

Negash, R., Zewude, S. and Megersa, R. (2014) "The effect of compensation on employees
motivation: In Jimma University academic staff, Basic Research Journal of Business
Management and Accounts, 3(2), pp. 17-27.

Palupi, M. (2021) ‘Apakah keadilan formal penilaian kinefrja menjadi determinan kepuasan
ketja dan komitmen continuance?’, Mix: Jurnal Ilmiah Manajemen, 11(1), p. 121. Available
at: https://doi.org/10.22441 /mix.2021.v11i1.009.

320


https://journal.uii.ac.id/selma/index

C AA Selekta Manajemen: Jurnal Mahasiswa Bisnis & Manajemen
DAY E-ISSN: 2829-7547 | Vol. 02, No. 03,2023, pp. 307-322

bttps:/ [ jonrnal.uii.acid/ selma/ index

Selekta Manejemen

Poceratu, I.C. (2021) ‘Pengaruh motivasi ketja terhadap kepuasan kerja pegawai lembaga
pembinaan khusus anak (LPKA) klas ila ambon dalam perspektif kristiani’, ALE
Proceeding, 1, pp. 163—167. Available at: https://doi.otg/10.30598 /ale.1.2018.163-167.

Putri, E.M., Ekowati, V.M., Supriyanto, A.S. and Mukaffi, Z. (2019) “The effect of work
environment on employee performance through work discipline’, International Journal of
Research -Granthaalayah, 7(4), Pp- 132-140. Available at:
https://doi.org/10.29121/granthaalayah.v7.i4.2019.882.

Putti, W. Y. (2017) "Hubungan Kompensasi dengan Motivasi Kerja Karyawan pada PT. Pusaka Prina'.
Thesis. Fakultas Psikologi Universitas Medan Area.

Rachmawati, R., Mei, E.'T.W., Nurani, LW., Ghiffari, R.A., Rohmah, A.A. and Sejati, M.A.
(2021) ‘Innovation in coping with the COVID-19 pandemic: The Best Practices from
Five Smart Cities in Indonesia’, Sustainability, 13(21), p. 12072. Available at:
https://doi.org/10.3390/su132112072.

Rahardjo, M. (2017) “The Effects of compensation on work motivation: evidence from
Universities in Jakarta’, International Jonrnal of Economic Perspectives, 11(1), pp. 1651-1662.

Rahayu, N.M.N. and Riana, I.G. (2017) ‘Pengaruh kompensasi terhadap kepuasan kerja dan
keinginan keluar pada hotel Amaris Legian’, E-Jurnal Manajemen Unud, 6(11), pp. 5804—
5833. Available at:
https://ojs.unud.ac.id/index.php/Manajemen/article /download /32966 /21226.

Ramadhani, S. (2019) "Hubungan antara Kompensasi dengan Kepunasan Kerja pada Karyawan P1.
Rosere Multi Karya'. Thesis. Universitas Medan Area.

Sedarmayanti (2017) HR Planning and Development to Improve Work Competence, Performance and
Productivity. Bandung: PT Refika Aditama.

Siagian, S.P. (2011) Managemen Sumber Daya Manusia (Human Resonrce Management), Jakarta: P1.
Bumi Aksara. Jakarta: PT. Bumi Aksara.

Sinuraya, A.R.M. and Ekawati, S. (2023) ‘The Effect of Work Environment and
Compensation on Employee Work Satisfaction at Medical Appliance Company’,
International Journal of Application on Economics and Business, 1(1), pp. 455—4063. Available at:
https://doi.org/10.24912/ijaeb.11.455-463.

Sompie, A., Taroreh, RN. and Lumintang, G.G. (2019) ‘Pengaruh Kompensasi,
Pengembangan Karir Dan Motivasi Terhadap Kepuasan Kerja Pegawai Dinas
Lingkungan Hidup Kota Manado’, Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis
dan Akuntansi, 7(1), pp- 851-860. Available at:
https://doi.org/10.35794/emba.v7i1.22912.

Susano, A., Subiantoro, H. and Rinaldi, M. (2023) ‘HR Development Through Capacity
Building To Increase Company Productivity’, Jurnal Indonesia Sosial Sains, 4(06), pp. 499—
508. Availableat: https://doi.org/10.59141 /jiss.v4i06.838.

Tentama, F., Subardjo, L.D. and Dewi, L. (2020) “The correlation between work motivation
and job satisfaction of the academic staffs’, International Journal of Scientific and Technology
Research, 9(2), pp. 2295-2297.

321


https://journal.uii.ac.id/selma/index

C AA Selekta Manajemen: Jurnal Mahasiswa Bisnis & Manajemen
DAY E-ISSN: 2829-7547 | Vol. 02, No. 03,2023, pp. 307-322

bttps:/ [ jonrnal.uii.acid/ selma/ index

Selekta Manejemen

Wijaya, A. (2022) Aspek hukum bisnis transportasi jalan online. Jakarta: Sinar Grafika.

322


https://journal.uii.ac.id/selma/index

