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Abstract

Performance is a very important thing in an organization in order to achieve goals. Many factors
affect this employee performance. The purpose of this study are: 1) To determine the effect of
human resource placement on employee performance in the Government of Badung regency.
2) To know the effect of physical work environment on employee performance in Badung
regency government. 3) To obtain empirical evidence the ability of the physical work
environment to moderate the influence of human resource placement on employee performance
in Badung Regency Government. This study took a sample of 70 respondents. The data
collected using questionnaire was analyzed using descriptive analysis and moderated
regression analysis. Research results show that 1) Placement of human resources have a
positive and significant impact on employee performance, it can be interpreted that the better
the placement of human resources it will affect both the performance of employees. 2) The
physical work environment has a positive and significant effect on employee performance. This
means that a good physical work environment will have a good impact on employee
performance. 3) The physical work environment moderates the influence of human resource

placement on employee performance.
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INTRODUCTION

Public sector organizations are currently facing pressure to be more efficient, taking into
account economic costs and social costs, as well as negative impacts on activities carried out
(Mardiasmo in Martini, 2017: 70). The purpose of an organization must provide clear direction
and has been agreed upon by all members involved in it. Public sector institutions are an
institution that has a broad scope, when compared with other organizations. Institutionally, the
public sector includes government agencies, the central government, regions and government
work units, state-owned companies, BUMNs, and BUMDs, foundations, political organizations,
mass organizations or non-governmental organizations (NGOs), educational institutions and
other nonprofit organizations.

Infrastructure development in public sector institutions is carried out to give greater and
better attention to the community. Regional government as a work unit that deals directly with
the community, is required to always act optimally and organized in achieving organizational
goals. Each region has its own regional wealth which generally has added value and for leaders
who lead in each region, they want the region they lead to gain achievements, awards and local
revenues in order to prosper the region and its people. This goal will be achieved by developing
more skilled human resources through the placement of appropriate human resources and a
comfortable physical work environment, so that employee performance will be good and able to
plan, organize, direct, and supervise the organization's plan so that it can run according to
purpose. This is also a priority in the Badung Regency Government, which is required to always
act efficiently, effectively and optimally in achieving organizational goals.

Companies engaged in the public sector must pay attention to the performance of each
employee. Performance is a very important thing in an organization to achieve its goals (Rivai
and Sagala, 2010: 548). Employee performance will be optimal if they have satisfaction with
their work. Employee satisfaction will be influenced by the environment in which employees
carry out their duties and precisely the position of human resources at work that will affect
employee productivity (Koesmono in Martini, 2017). Performance appraisal is an analysis and
interpretation of the success or failure of performance achievement. The results of performance
appraisal can serve as a basis for evaluating the performance of organizational members.
According to Gouzali (in Martini, 2017), performance appraisal can be done with 1) observation,
2) a measure to measure an employee's work performance compared to a predetermined job
description, 3) development, which aims to motivate employees to overcome their shortcomings
and encourage those concerned to develop the abilities and potential that exist in him.

Human resources play a major role in corporate activities, because humans become

planners, actors, and determinants of the realization of organizational goals (Hasibuan, 2012:
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10). Company goals will be achieved if employees have high performance. Rayadi (2012: 115)
revealed that human resources can improve organizational performance, but there are many
difficulties in the management and development of human resources. Therefore, human
resources must be managed well for the effectiveness and efficiency of the organization,
through training, internships, seminars, motivation and positioning of appropriate human
resources in accordance with expertise, so that human resources become mature, skilled,
independent employees in do the work.

Based on research conducted by Markos and Sridevi (2010) about the impact of human
resources, it turns out that human resources if not handled in the right way, then human
resources will fail to account for their duties and fail to involve themselves in their work.
Precisely the position of human resources in the work will affect the productivity of the
organization. Rivai and Sagala (2010: 198) explain that employee placement means allocating
employees to certain work positions. Employee placement is matching or comparing the
gualifications they have with job requirements, and at the same time assigning tasks, jobs to
prospective employees to be carried out (Ardana, 2012: 18). Employees who are placed in
certain positions must have the competencies needed to carry out their work effectively and
efficiently. Noah and Metiboba (2012) stated that there is a belief and the best way for an
organization to be efficient and effective in achieving organizational goals by placing the best
people in the right position. Conformity between the ability of human resources and their job
placement can show an achievement, even performance for the organization.

In addition to the placement of human resources in an organization, a comfortable
physical work environment allowance is needed by each employee while working. Physical work
environment is everything that is around employees that affects employees when working. An
organization can create a conducive work environment with a good communication network, it
will attract, encourage, and motivate the workforce, can increase productivity and the survival of
the organization can indirectly guarantee employees (Majekodunmi, 2012). Realizing a good
work environment will help maintain physical condition, the physical freshness of employees is
maintained, not tired quickly, not lethargic at work and can work longer. Nitisemito (in Nuryasin
et al., 2016: 117-18) explained that the physical condition of a guarded employee is able to
foster good mental comfort in each individual (not stressed, not depressed, not bored, feeling
comfortable, and happy) in completing the task. Conversely, if the physical work environment is
poorly designed, it will certainly have a bad impact, can reduce employee performance.

Previous research that examined the effect of placement on employee performance was
Anita’'s (2013) study which proved that there was a positive and significant relationship about

the influence of the placement of human resources on employee performance. The same
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research results were obtained by Elsy (2016) that there was an influence on the placement of
human resources on employee performance and Diana (2012) found that placement had a
significant effect on employee performance. While research on the physical work environment
was conducted by Sari (2013) which states that there is a positive relationship between the work
environment and employee performance. Agus (2012) states that there is a positive relationship
between the work environment and employee performance. Bagus (2012) stated that the work
environment had no significant effect on employee job satisfaction so that even though the
employees worked at the Bali Provincial Public Works Office

Based on the description above, this study will examine the moderating effects of the
physical work environment on the influence of the placement of human resources on the
performance of employees in the Badung Regency Government. The purpose of this study is 1)
To determine the effect of the placement of human resources on the performance of employees
in the Badung Regency Government. 2) To determine the effect of the physical work
environment on the performance of employees in the Badung Regency Government. 3) To
obtain empirical evidence of the ability of the physical work environment to moderate the
influence of the placement of human resources on the performance of employees in the Badung
Regency Government.

LITERATURE REVIEW

Human Resource Management

Management has a very broad meaning, can mean process, art, or science. It is said that the
process because of management there are several stages to achieve the objectives, namely
planning, organizing, directing, and controlling. Art is said because management is a way or tool
for a manager to achieve goals. Where the application and use depends on each manager,
which is largely influenced by the conditions and character of the manager. It is said that
science is because management can be learned and reviewed the truth.

The definition of management according to Terry in Manullang (2012: 5) defines that,
"Management as a process that distinguishes from planning, organizing, mobilizing and
supervising by utilizing both science and art in order to achieve a predetermined goal". Similarly,
management's understanding according to Hasibuan (2009: 2) states that "Management is the
science and art of managing the process of utilizing human resources and other resources
effectively and efficiently to achieve a single goal'. From the opinion of these experts, it can be
concluded that management is the science and art of managing the organization through the
functions of planning, organizing, directing, and supervising by utilizing the resources owned to

achieve organizational goals effectively and efficiently.
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Understanding of human resource management according to Flippo in Hasibuan (2009: 11)
suggests that, "Human Resource Management (HRM) is planning, organizing, directing and
controlling from procurement, development, compensation, integration, maintenance and
dismissal of employees with the aim of achieving company goals, individuals , employees and
society. "Similarly, the definition of human resource management proposed by Wahyudi (2011:
10) states that,” HRM is the science and art or the process of obtaining, advancing or
developing, and maintaining a workforce that competent in such a way that the goals of the
organization can be achieved efficiently and there is satisfaction with the person ". So it can be
said that HRM is part of management science, which is an effort to direct and manage human
resources within an organization to be able to think and act as expected by the organization to
achieve certain goals. HRM involves all management decisions and practices that directly affect
the human resources (people) who work for the organization. Human resource management
consists of a series of integrated decisions about labor relations that affect the effectiveness of
employees and organizations. Human resource management is activities carried out so that
human resources within the organization can be used effectively to achieve various goals.
Effective resource management requires managers to find the best way to employ people to
achieve company goals and improve organizational performance. Managers must look for
various tips to improve job satisfaction, commitment, involvement in organizational life, the
quality of the work environment and the efficiency and productivity of its employees. Effective

human resource management will enhance the effectiveness of its organization.

Human Resources Placement

Mathis and Jackson (2008) state that placement is the assignment or reassignment of an
employee to a new job. Most placement decisions are made by line managers. Placement is the
main objective of selection where placement, or placement of someone to the right position.
Most importantly, the placement of human resources must be seen as a matching process. How
well an employee fits into the job will affect the number and quality of employee work. This

matching also affects the cost of training and operations directly.

Physical Work Environment

Komaraddin (2008: 142) describes the physical work environment as a whole or every aspect of
physical symptoms that surround or affect individuals. Nitisemito (2009: 183) defines the
physical work environment as anything physical symptoms that exist around workers that can
affect him in carrying out the tasks that are charged, for example coloring, cleanliness, air

exchange, lighting, space, security and noise. Based on this understanding, it can be said that
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the physical work environment is everything that is around employees working that affects
employees in carrying out their workload. The problem of the physical work environment in an
organization is very important, in this case it is necessary to regulate and structure the physical
work environment factors in organizing organizational activities. The benefits of the physical work
environment for employees is that with a pleasant physical working environment, it will be able to
improve the spirit and sincerity of employee work. Good work equipment, clean and comfortable
workspace and avoiding distress or guaranteed employee safety, will have an impact on

increasing employee work enthusiasm and increasing efficiency in the company concerned.

Performance
Performance is the result of work in the quality and quantity achieved by an employee in
carrying out their duties in accordance with the responsibilities given to him (Mangkunegara,
2009: 67). Whereas according to Rivai and Basri in Kaswan (2012: 187) performance is the
result or level of success of a person as a whole during a certain period in carrying out tasks
compared to various possibilities, such as work standards, targets or suggestions, or
performance that has been determined especially first and have been agreed upon together.

Sulistiyanti and Rosidan (2009: 223) one's performance is a combination of ability, effort
and opportunity that can be valued from their work. Employee performance is what affects how
much they contribute to the organization (Mathis and Jackson, 2010: 78). Papera et al. (2014: 2)
defining employee performance as employee behavior and results is very important for
organizational success. Martoyo dalam Martini, (2017: 75) employee performance is the result
of work over a certain period compared to various possibilities, costs, and work standards that
are mutually agreed upon.

Can conclude what is the performance of the understanding of the experts and previous
researchers that basically what employees have done in their daily activities in the company and
produce quality or non-quality outputs or in the form of services that employees provide to the

company to achieve goals and progress of the company / organization.

Research Hypothesis

1) Effect of Placement of Human Resources on Employee Performance

Research conducted by Pascual et al (2008) found that job placement affects performance.
Research conducted by Yulasmi, 2016, regarding the effect of recruitment, selection and
placement on employee performance, with the result that placement affects the performance of
employees of PT. Japfa Comfeed Indonesia Tbk. Poultry Breeding Division Kayu Planting, kab.

Padang Pariaman. Further research was conducted by Mansur, (2017), on the Effect of Job
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Placement and Job Stress on Employee Performance at the Civil Registration Department of
Manpower and Transmigration of the Sopeng Regency. The results showed that both
simultaneously and partially the variables of work placement and work stress had a positive and
significant effect on the performance of employees in the Population, Civil Registry, Manpower
and Transmigration Service of Soppeng Regency. Research conducted by Saputra et al., 2017,
on the Influence of Competence and Placement on Work Enthusiasm and Performance of
Regional Revenue Service Officers in Bengkalis Regency, with the result that the Placement
has a direct or indirect effect on the Performance of the Regional Revenue Service of Bengkalis
Regency. Proper placement and supported by experience will improve performance (Gomes et
al, 2008). Soares (2010) found the results that placement, had a significant effect on employee
motivation and performance. The results of this study are also supported by the theory put
forward by Schuler and Jackson in Martini (2017) which states that placement is the matching of
a person to the position he will hold, based on the needs of the position and knowledge, skills,
abilities, preferences and personality of the employee. The company must be right in placing
employees and matching the interests and skills of employees to be able to support everything
that is their responsibility.

Thus, the results of this study are in accordance with the motivation theory used as a
reference in this study. Work motivation is one of the factors that help determine employee
performance. Performance is a very important thing in an organization to achieve its goals
(Rivai et. Al. (2010: 548). Employee performance will be optimal if it has satisfaction with its
work. Employee satisfaction will be influenced by precisely the position of human resources at
work. affect employee productivity (Koesmono dalam Martini, 2017) .The size or effect of
motivation on one's performance depends on how much intensity the motivation is given.The
difference in work motivation for an employee is usually reflected in various activities and even
the achievements. Based on the description of the empirical study above, the research
hypothesis can be developed as follows.

H1: Placement of Human Resources has a positive effect on employee performance

2). Physical Work Environment as a Moderating Effect of Positive Placement of Human
Resources on Employee Performance

Research conducted by Nguyen et al. (2014) on work environment variables and employee
performance shows that the work environment has a positive and significant effect on employee
performance. Similarly, the study of Amusa et al. (2013) and Taiwo (2009) which examine the
effect of the work environment on employee performance which also shows that the work

environment has a positive and significant effect on employee performance.
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A good work environment will provide personal comfort and can generate employee morale so
that they can do their tasks well. With a good work environment will affect employee
performance. Employee job satisfaction shows whether or not their wishes are fulfilled towards
the work being undertaken. If the work environment of an employee does not get what is
expected then it can be ascertained that employee performance will be bad.

Thus, the results of this study are in accordance with the motivation theory used as a
reference in this study. Work motivation is one of the factors that help determine employee
performance. Performance is a very important thing in an organization to achieve its goals
(Rivai and Sagala, 2010: 548). Employee performance will be optimal if they have satisfaction
with their work. Employee satisfaction will be influenced by the environment in which employees
carry out their duties (Koesmono in Martini, 2017). Referring to the description above, the
hypotheses developed in this study are as follows:

H2: Physical work environment moderates the influence of placement of Human Resources on

employee performance.

RESEARCH METHOD

This research was conducted at the Badung Regency Government. For this, a descriptive
research design was adopted. The study population comprised of employees at 36 OPD
Badung Regency Government as many as 166 people and by using the Slovin formula obtained
a sample of 68.89 rounded 70 people. InstrumentG Research uses a questionnaire with a
variety of scale of Gikertert (5) Gsangat Gsetuju (1) G very not Agree. Data collection method is
carried out through survey method with questionnaire technique and analyzed using Moderation

Regression Analysis, Partial Least Square with the help of SPSS version 22.
ANALYSIS AND RESULTS
Based on the estimation of Moderation Regression Analysis with the help of the SPSS program

version 22.0, the results are as shown in Table 1.

Table 1. Regression result

No. Variable Coefficient  t-piung sign Keterangan
1. Human resource placement (X1) 0,101 2,532 0,014 R*=0,722
2. Physical Working Condition (X2) 0,230 5,608 0,000 Fritung=57,027
3. Inter (X1.X2) or M 0,143 2,213 0,030 n=70
df =58
DW =1,493
Frabel = 2,74
Ttabel = 1,996
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Based on Table 1, it can be seen that. R? value of 0.722 indicates that 72.2% of the dependent
variable is the performance of the worker can be explained by the variable placement of human
resources (X1), physical work environment (X2) and moderating variable (INTER). While the
other 27.8% is explained by other variables not included in this model. Before the moderating
variable (INTER) enters this model, the coefficient of determination (R2) is 0.701 (70.1%) and
after the moderating variable (INTER) enters the model the value of R2 increases to 0.722,
meaning that the ability of the model to explain Variable dependent variables increased to
72.2%.

Hypothesis testing

1. Test F (Test Simultaneously)

Statistical test F in Appendix 4 shows whether the independent variables included in the model
have a joint effect on the dependent variable. ANOVA table shows the calculated F value of
57.027 with a significance of 0.000, smaller than the real level set by the study of 0.05. These
results indicate that the regression model can be used to predict employee performance. It can
be concluded that the variable placement of human resources (X1), physical work environment
(X1) and moderating variables (INTER) together influence the performance of employees.

2. T test (parsialt test)

The statistical test t basically shows how far the influence of an independent variable
individually. The statistical test t in this study is used to test hypotheses. The results of the
statistical tests t contained in Appendix 3 show the partial effect of the variable placement of
human resources, physical work environment, and the variable of investment (INTER) on
employee performance.

a. First Hypothesis Test (H1)

The first hypothesis states that the placement of human resources (X1) influences employee
performance (Y). The results of the t statistic test indicate that the variable X1 has a positive t
value of 2.532 greater than the t table value of 1.996 with a significance level of 0.014, smaller
than the real level of 0.05, this means that the placement of human resources has a positive
and significant effect on employee performance. It can be concluded that the results of this
study accept the first hypothesis.

b. Second Hypothesis Test (H2)

The second hypothesis states that the physical work environment affects employee
performance. The results of the t statistic test indicate that the physical work environment
variable has a positive t value of 5.608 greater than the t table value of 1.996 with a significance

level of 0.000 smaller than the real level of 0.050. These results indicate that the physical work
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environment has a positive and significant effect on the performance of the employees. It can be
concluded that the results of the study accept the second hypothesis.

c. Third Hypothesis Test (H3)

The third hypothesis states that the physical work environment can moderate the influence of
the placement of human resources on employee performance. Moderating variable (INTER) has
a positive t value of 2.213 greater than the t table value of 1.996 and a significance level of
0.030 smaller than 0.05, this means that the moderating variable (INTER) has a positive and
significant effect on employee performance.

The results of the t test without moderating variable (INTER), the effect of HR placement on
employee performance is 1.897 with a significance of 0.062 and when compared with the t
value after inputting the moderating variable (INTER) is 2.532 greater than the t table value of
1.996 with a significance level of 0.014, smaller than the real level of 0.05. These results
indicate that the moderating variable (INTER) moderates the influence of human resource
placement (X1) on employee performance. It can be concluded that the results of this study
accept the third hypothesis.

It should be stated that both b2 and b3 are stated to be significant so that the classification of
moderating variables includes Quasi Moderation Variables (Quasi Moderarator). Quasi
moderation is a variable that moderates the relationship between predictor variables and
dependent variables in which pseudo moderation variables interact with predictor variables as

well as predictor variables.

DISCUSSION

1) Effect of Placement of Human Resources on Employee Performance

Placement of human resources influences employee performance as evidenced by the results
of the statistical test t shows that the variable X1 has a positive t value of 2.532 greater than the
value of t table of 1.996 with a significance level of 0.014, smaller than the real level of 0.05, this
means that the placement of human resources has a positive and significant effect on employee
performance. Thus the results of this study are in line or support the results of research
conducted by Anita (2013) about the effect of work placement variables on work performance.
Research conducted by Elsy (2016), examines the influence of work experience and employee
placement on employee performance and research conducted by Asri (2015) who obtained
results that employee placement influences employee performance. Research conducted by
Weoll, 2015, concerning the effect of the training work environment and placement on
employee performance of the North Sulawesi Province National Education Office. Research

conducted by Martini, 2017, concerning the Effect of Human Resource Placement on Employee
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Performance in the Badung Regency Government. This study also supports the results of
research conducted by Linge at. Al. (2013), who examined the effect of placement practices on
employee performance in PT small service companies in the information technology sector in
Kenya. The important thing they add is that the small service company must emphasize the
provision of guidance, training, for the right new employees and information related to work
because these three aspects may be very important for employee performance. 2) Effect of the
Physical Work Environment on Employee Performance Work environment physical effect on
employee performance. This is shown by the results of the statistical test t that the physical
work environment variable has a positive t value of 5.608 greater than the t table value of 1.996
with a significance level of 0.000 smaller than the real level of 0.050. These results indicate that
the physical work environment has a positive and significant effect on the performance of the
employees. The results of this study are in line with the results of research conducted by Noah
and Metiboba (2012), which conducted research on the Work Environment and Attitudes of
Employees in Work Organizations in Nigeria. Research from Ollukkaran and Gunaseelan (2012)
aims to assess the impact of the work environment on employee performance and to identify
factors that affect employee performance. Research from Ajala (2012) aims to analyze the
influence of the work environment on workers' welfare and productivity in the Ondo State
government, Nigeria. Research conducted by Resiona, Helena Lence Dacosta Fernandez,
2014, Effect of Placement, Physical Work Environment and Work Motivation on the
Performance of Civil Servants in the BAPPEDA Environment in East Flores Regency. Research
conducted by Weoll, 2015, concerning the effect of the training work environment and
placement on employee performance of the North Sulawesi Province National Education Office.
This study also supports the results of research conducted by Rorong at. al, (2016) and is not in
line with the results of research conducted by AL-Omari at. Al, (2017) As stated by Timple in
Mangkunegara (2009: 31) that "Performance factors consist of internal and external factors".
External factors are factors that affect a person's performance from the organization's work
environment. A safe and healthy work environment will have a positive impact on the people
inside. The benefits of a safe and healthy work environment will increase productivity due to a
decrease in the number of days lost, increase the efficiency and quality of more committed
workers, reduce health and insurance costs, lower compensation rates and direct payments due
to decreased claims, flexibility and greater adaptability as a result of increased participation and
sense of ownership, as well as better labor selection ratios due to the rise of the company's
image. Employee performance. Physical work environment can moderate the influence of
human resource placement on employee performance. The moderating variable (INTER) has a

positive t value of 2.213 greater than the t table value of 1.996 and a significance level of 0.030
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smaller than 0.05. The results of the t test without moderating variable (INTER), the effect of HR
placement on employee performance is 1.897 with a significance of 0.062 and when compared
with the t value after inputting the moderating variable (INTER) is 2.532 greater than the t table
value of 1.996 with a significance level of 0.014, smaller than the real level of 0.05. These
results indicate that the moderating variable (INTER) moderates the influence of human
resource placement (X1) on employee performance. The coefficients b2 and b3 are stated to be
significant so that the classification of moderating variables includes Pseudo Moderation
Variables (Quasi Moderarator). Quasi moderation is a variable that moderates the relationship
between predictor variables and dependent variables in which pseudo moderating variables

interact with predictor variables as well as a predictor variable.

CONCLUSIONS AND SUGGESTIONS

Based on the results, it can be concluded that: 1) Placement of human resources has a positive
and significant effect on employee performance. This can be interpreted that the better the
placement of human resources, the better effect on employee performance. 2) Physical work
environment has a positive and significant effect on employee performance. This means that a
good physical work environment will have an impact on improving employee performance. 3)
The physical work environment moderates the influence of the placement of human resources
on employee performance. This means that there is a positive interaction between the physical
work environment and HR placement so as to improve employee performance. The suggestions
that can be conveyed in this study are as follows: 10 Badung District Government is advised to
pay more attention to the factors that affect employee performance including placement of
human resources and work environment, because generally the performance of employees is
allegedly not optimal. 2) This study uses three variables, namely the placement of human
resources, physical work environment and employee performance, it is suggested to the next
researcher to be able to add several more independent variables to find out which variables are

actually the most donors affecting the performance.

REFERENCES
Agus Sartono. 2012. Manajemen Keuangan Teori dan Apikasi. Edisi Keempat. Yogyakarta: BPFE

Ajala, Emmanuel Majekodunmi. 2012. The Influence Of Workplace Environment On Workers’ Welfare, Performance
And Productivity. University of Ibadan. 141 Volume 12, No. 1, June 2012 The African Symposium (ISSN# TX 6-342-
323).

Amusa, Isaka Oyintola, Abiodun Olaide, Ajani Florence Olabisi. 2013. “Work Environments and Job Performance of
Librarians in the Public Universities in South — West Nigeria”. Dalam International Journal of Library and Infomationa
Science, Vol. 5 No.11 Nigeria: Kwara State University.

Licensed under Creative Common Page 331


http://ijecm.co.uk/

©Author(s)

Anita, Nasir Aziz dan Mukhlis Yunus. 2013. Pengaruh Penempatan Dan Beban Kerja Terhadap Motivasi Kerja Dan
Dampaknya Pada Prestasi Kerja Pegawai Dinas Tenaga Kerja Dan Mobilitas Penduduk Aceh. Jurnal Manajemen
Pascasarjana Universitas Syiah Kuala, Vol. 2 No. 1, pp. 1-14.

Ardana, Komang, Ni Wayan Mujiati, dan | Wayan Mudiartha Utama. 2012. Manajemen Sumber Daya Manusia.
Cetakan Pertama: Graha limu.

Asri Nur Fadilah, Abdul Hakim, Siswidiyanto. 2015. Pengaruh Penempatan Pegawai Terhadap Kinerja (Studi pada
Pegawai Sekretariat Daerah Kabupaten Gresik). Jurnal Administrasi Publik, VVol. 1 No. 5, pp. 25-38.

Bagus Agung Dharmanegara dan Arfan lkhsan. 2010. Akuntansi dan Manajemen Keuangan Rumah Sakit.
Yogyakarta: Graha limu

Danang, Sunyoto. 2012. Manajemen Sumber Daya Manusia. Jakarta: PT Buku

Diana,A dan Lilis Setiawati. 2011. Sistem Informasi Akuntansi, Perancangan,Proses dan Penerapan. Edisi I.
Yogyakarta: Andi Yogyakarta.

Elsy, Yunita, Yulianthini, dan | Wayan Bagia. 2016. Pengaruh Pengalaman Kerja Dan Penempatan Karyawan
Terhadap Kinerja Karyawan. E-Journal Bisma Universitas Pendidikan Ganesha Jurusan Manajemen, Vol. 4.

Hasibuan, Malayu. 2012. Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara.

Hasibuan, Malayu. 2009. Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara.

Kaswan. 2012. Manajemen Sumber Daya Manusia untuk Keunggulan Bersaing Organisasi. Graha limu, Yogyakarta
Komaruddin. 2008. Manajemen Kantor, Teori dan Praktek. Bandung: Trigenda Karya.

Linge, Teresia Kavoo., Kiruri, James K., 2013, The Effect of Placement Practices on Employee Performance in Small
Service Firms in the Information Technology Sector in Kenya, International Journal of Business and Social Science
Vol. 4 No. 15 [Special Issue — November 2013] pp.213-219

Majekodunmi, A.E., 2012. The Influence of Workplace Environment on Workers’ Welfare, Performance and
Productivity. The African Symposium, 12 (1).

Mangkunegara, A. P. 2009. Evaluasi Kinerja Sumber Daya Manusia. Bandung: PT Refika Aditama.
Manullang, Marihot. 2012. Manajemen Personalia. Yogyakarta: Gajah Mada University Press.

Markos, Solomon dan Sridevi M. Sandhya. 2010. Employee Engagement: The Key to Improving Performance.
International Journal of Business and Management. Vol. 5, No. 12; December 2010. ISSN 1833-3850 E-ISSN 1833-
8119 www.ccsenet.org/ijom

Martini, Ni Putu Riski, 2017, Pengaruh Penempatan Sumber Daya Manusia pada Kinerja Karyawan di Pemerintah
Kabupaten Badung, Jurnal KRISNA: Kumpulan Riset Akuntansi; Vol. 9, No. 1 Juli 2017 hal. 70-79

Mathis, R.L & Jackson, J.H. (2010). Human Resource Management Thirteenth Edition. Ohio: South Western Collage
Publishing.

Nitisemito, Alex, S. 2009. Manajemen Personalia. Cetakan Ketiga. Jakarta: Ghalia Indonesia.

Nguyen, D. Phong, Chuong X. Dang, Lam D. Nguyen,2014. “Would Better Earning, Work Environment, and
Promotion Opportunities Increase Employee Performance? An Investigation in State and Other Sectors in Vietham”.
Dalam International Enterpreneurshirp and Management Journal, Hal. 3-4 Vietnam. University of Economics
Vietnam.

Noah, Yusuf dan Steve, Metiboba. (2012). Work Environment and Job Attitude Among Employees in a Nigerian Work
Organization. Journal of Sustainable Society.Vol.1,No.2, 36-43

Nuryasin, llham., Musadieq,Mochammad Al., Ruhana, lka, Pengaruh Lingkungan kerja dan Motivasi kerja terhadap
Kinerja karyawan pada Perusahaan Daerah Air Minum Kota Malang, Jurnal Administrasi Bisnis (JAB)| Vol. 41 No.1
Desember 2016| hal. 16-24

Pascual, Jose Antonio dan Alonso Jose Miguel, 2008. Effects of Job Placement on Scheduling Performance.
Castell’'on, Septiembre 2008. Actas de las XIX Jornadas de Paralelismo, pp. 393-398, 2008.
www.sc.ehu.es/acwmialj/08jornadas08_02.pdf diunduh tanggal 20, bulan Oktober, tahun 2016.

Rayadi. 2012. Faktor Sumber Daya Manusia Yang Meningkatkan Kinerja Karyawan dan Perusahaan Di Kalbar.
Jurnal EKSOS. ISSN 1693 — 9093 Volume 8, Nomor 2, Juni 2012 hal 114 — 119.

Resiona, Helena Lence Dacosta Fernandez, 2014, Pengaruh Penempatan, Lingkungan Kerja Fisik Dan Motivasi
Kerja Terhadap Kinerja Pegawai Negeri Sipil Di Lingkungan BAPPEDA Kbupaten Flores Timur, Jurnal Administrasi
Publik dan Birokrasi Vol. 1 No. 2, 2014, artikel 8 pp.73-91

Licensed under Creative Common Page 332



International Journal of Economics, Commerce and Management, United Kingdom

Rivai, Veithzal dan Ella Jauvani Sagala. 2010. Manajemen Sumber Daya Manusisa untuk Perusahaan. Jakarta: PT.
Raja Grafindo Persada

Rivai,.H.Veithzal, Basri,.Dato’. Ahmad Fawzi Mohd, Sagala, Ella Jauvani, dan Murni, Hj.Silviana. 2009. Performance
Apprasial. Edisi Kedua. Jakarta: Rajawali Pers.

Robbins, P Stephen. 2009. Organization Behavior: Concept. Controversies, Aplications: Prentice Hall Inc., New
Jersey.

Rorong, Syutrika Vergie, 2016, The Impact of Physical Work Enviroment toward Employee Performance at PT. Bank
Negara Indonesia Manado Regional Office, Jurnal EMBA, Vol.4 No.1 Maret 2016, Hal. 441-450

Saputra, Billy Yanis., Hendriani, Susi., Machasin, 2017, Pengaruh Kompetensi dan Penempatan terhadap Semangat
kerja dan Kinerja Pegawai Dinas Pendapatan Daerah Kabupaten Bengkalis, Jurnal Tepak Manajemen, Vol. IX. No. 2
Mei 2017, hal.1-20.

Sari, Rizkia. 2012. Pengaruh Karakteristik Perusahaan Terhadap Corporate Social Responsibility Disclosure Pada
Perusahaan Manufaktur Yang Terdaftar Di Bursa Efek Indonesia. Universitas Negeri Yogyakarta. Yogyakarta.

Sondang P. Siagian. , 2008. Sistem Informasi Manajemen. Jakarta: Bumi Aksara.

Sulistiyani, T.A dan Rosidah. 2009. Manajemen Sumber Daya Manusia (konsep, teori, dan pengembangan dalam
konteks organisasi publik).Yogyakarta: Graha limu

Taiwo, O.S., Adebayo, E.A,, ishola, Majolagbe, O.N., & Adekeye, B.T., 2009, Evaluations of The Methanol Extract of
Ficus exasperate Stem Bark, Leaf and Root for Phytochemical Analysis and Antimicrobial Activities, African Journal
of Plant Science Vol. 3 (12), pp. 283-287.

Wahyudi, Bambang. 2011. Manajemen Sumber Daya Manusia. Buku 1, Cetakan ketiga, CV. Bandung : Sulita.

Weoll, David Harly, 2015, Pengaruh lingkungan kerja Pelatihan dan Penempatan terhadap Kinerja Pegawai Dinas
Pendidikan Nasional Provinsi Sulawesi Utara, Jurnal Berkala lImiah Efisiensi Volume 15 No. 05 Tahun 2015, pp.598-
609

Yuniarsih Tjutju, dan Suwatno, 2013. Manajemen Sumber Daya Manusia, Cetakan Pertama, Penerbit : Alfabeta,
Bandung.

Licensed under Creative Common Page 333


http://ijecm.co.uk/

