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ABSTRACT:- The extension of agriculture as an integral part of agricultural development is one of the
empowerment efforts of farmers and other agricultural businesses to increase productivity, income, and
prosperity. The extension system provides guidance and information to farmers as well as direct practice with
farmers. The output of the extension activities in addition to the increase in production is the change of mindset
and behavior of farmers in conducting agriculture. Through counseling, it is hoped that the class level of farmer
groups can be increased from beginner farming to able or primary farmer groups. The general purpose of this
research is to investigate the influence of communication abilities, workload, and wages on the performance of
agricultural extension at the Deli Serdang Regency Agriculture Office, North Sumatra, Indonesia. This type of
research if viewed from its methodology, this research is categorized as Descriptive research. If reviewed from
its data type, this study falls into quantitative research. The quantitative associative method in this study is to
know the relationship of communication ability, workload, and wage to employee performance. The population
of this research is the extension worker in the environment of the Deli Serdang Regency Government
Agriculture Office amounting to 197 people. The sampling method used is a probability sampling method with
132 people with sampling criteria. The result of the research finds that communication ability has a positive and
significant effect on employee performance. Workload has a positive and significant effect on employee
performance. Working wages have a positive and significant effect on employee performance. It is hoped that
the company's leaders will continue to have visionary and openness to employees. It is expected that the
researcher can further develop the result of this research by adding some other variables that are not studied in
this research.
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l. INTRODUCTION

The role of agricultural extension officer as a human resource is significant in agricultural extension to
help the community in improving the agricultural sector. Counseling is one form of service that the government
provides to society. The community as a consumer of extension services, in this case, is the farmers.
Institutional counseling is one of the government-owned organizations. This organization provides services to
the community, especially farmers, to obtain information on agricultural programs and information to solve
agricultural-related issues.

The extension of agriculture as an integral part of agricultural development is one of the empowerment
efforts of farmers and other agricultural businesses to increase productivity, income, and prosperity. The
extension system provides guidance and information to farmers as well as direct practice with farmers. The
output of the extension activities in addition to the increase in production is the change of mindset and behavior
of farmers in conducting agriculture. Through counseling, it is hoped that the class level of farmer groups can be
increased from beginner farming to able or primary farmer groups. The increase of farmer class is assessed from
several aspects, the namely cropping pattern that is well planned from the system of planting, processing, and
marketing, having good institute, among others, good administration.

The Deli Serdang Regency Agriculture Office is a unit supporting the extension of agricultural
administration, arrangement, management, and utilization is the responsibility of the Regency Government. In
order to facilitate the extension of the activity, it is necessary that extension resources have good communication
abilities and good working skills in agriculture.
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So in the field, there are still many farmers who cultivate traditional farms, as there are still many
farmers who do not implement planned farming patterns under the cropping pattern set from the planting system
to the processing and marketing. Relying on chemical fertilizers and excessive use of imposes systems or
methods that can damage plant ecosystems, in the long run, can cause production to decline due to ecosystem
damage.

Employee wages are less in line with the expectations of employees, wages received by employees
have not been able to cover the expenditure of agricultural extension workers, such as operational costs covering
vehicle operations, feeding money, so that it can generate a negative perception of wages and influence one is
thinking to get out.

Septiyana (2012) argues that the right distribution of workload affects employee performance. In
conveying such information communication abilities are needed by extension workers. Effective communication
is required to encourage better performance and improve the performance of agricultural extension workers in
delivering accurate and accurate information. Isa (2009) argues that communication abilities have a significant
effect on performance. Farmers who understand and understand their work will be able to work better, which
ultimately can improve their work. As weighing the workload of the extension workers, the extension of the
field requires the effectiveness of communication abilities. Based on field observations and preliminary
interviews with some counseling staff, they still need training in counseling and communication abilities, as well
as tools for teaching and communicating.

According to Putera (2010), three workload indicators are targets, work conditions, working hours and
job standards. One of the ways to improve employee performance is by analyzing the workload in the
institution. Analysis of workload is fundamental to do one of them in order to create a pleasant office
atmosphere characterized by employees getting the right position by its performance ability. The workload is the
ability of the worker's body to accept work. From an ergonomic point of view, any workload that a person
receives must be balanced and balanced against the physical and psychological abilities of the worker receiving
the workload.The high burden of staff is marked by the targets to be achieved each month to be able to compete
with other agricultural workers. Amidst so many competitors in the world of agriculture that offer seed and
agricultural products and agricultural counseling services.

Wages are still one of the issues that are always a highlight, especially in developing countries like
Indonesia. This case is because wages are the largest component of a person's income so that the wage rate is
one of the indicators that reflects the welfare of society. Based on the background of the problems that have
been described earlier, the problems that will be solved by this research are:

RQ1: Does communication ability have a significant effect on the performance of agricultural employees in Deli
Serdang Regency?

RQ2: Does the workload have a significant effect on the performance of agricultural employees in Deli Serdang
Regency?

RQ3: Do the wages have a significant effect on the performance of agricultural employees in Deli Serdang
Regency?

RQ4: Do communication ability, workload, and wages work have a significant simultaneous effect on the
performance of agricultural employees in Deli Serdang Regency?

1. LITERATURE REVIEW
Employee Performance

Gibson (2003) states that performance is the achievement of organizational goals that can form
quantitative or qualitative outputs, creativity, flexibility, dependability or other things the organization may
want. Performance emphasis can be short- and long-term, as well as on individual, group or organization levels.
Individual performance contributes to group performance which further contributes to organizational
performance. In highly effective organizations, management helps create a positive synergy, which is overall
more extensive than the sum of its parts. At any given level no one criteria precisely reflect performance.

The quality and quantity of work done by agricultural workers in carrying out their duties by the
responsibilities assigned to them (Mangkunegara, 2010). The performance of agricultural officers is vital in
increasing productivity. In improving the employee's performance must be able to know the factors that can
affect performance. Performance is a result of work, both in quality and quantity achieved in carrying out the
tasks under the responsibilities assigned. The willingness and skills of agricultural workers are not effective
enough to do something without a clear understanding of what to do and how it works.

Implementation of the work undertaken by agricultural workers is necessary to see how far the success of the
farmer. The performance appraisal system of this agricultural employee is the result of the work of the employee
within its scope of responsibility which refers to a formal and structured system used as an instrument for
measuring, assessing and affecting work-related attributes, controlling the conduct of agricultural employees,
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including absenteeism, work, make decisions related to salary increases, bonus assignments, communication
abilities and placement of agricultural workers in line with their position (Imran, 2013).

Rivai (2005) emphasized the importance of regulating agricultural extension workers as assets. By

treating agricultural extension workers as an asset, there is an automatic increase of Individual Capacity and
Organizational Competitiveness, as well as Improved Performance and Employee Engagement is ascertained.
More specifically, the performance evaluation as stated by Sunyoto in Mangkunegara (2010) is a) Improve
understanding between farm workers on performance requirements. b) Record and acknowledge the results of
agricultural extension work, so that they are motivated to do better, or at least perform well with previous
performance.
c) Provide opportunities for agricultural extensions to discuss their aspirations and aspirations and raise
awareness of their careers or their current work. d) Define or redefine future reasons, so that agricultural
extension is motivated to excel by its potential. €) Examine the implementation and development plans that are
appropriate to the training needs, specifically the training plan, and then approve the plan if there are no things
to change.

According to Robbins (2013), there are indicators of employee performance appraisal, namely: 1.
Achievement of work, When a person's job assignments are difficult to determine, the company can evaluate the
employee's work-related behavior. 2. The achievement of the target, being the right factor for evaluation, from
the achievement of targets can be seen in the ability of employees to complete their workload. 3. Skills include a
set of technical, interpersonal or business-oriented abilities. 4. Satisfaction, that is, the quality of work achieved
according to the requirements of the suitability and readiness of employees. 5. The initiative, namely the spirit to
carry out new tasks and to enhance their responsibilities. 6. Attendance level, being one of the benchmarks to
determine the level of employee discipline is higher in attendance or low absence, then the employee has a high
level of discipline that can affect employee performance. 7. Obedience, namely consciousness and willingness
in terms of work completion. 8. On time, the amount of work obtained in a specified period.

Employee performance indicators can be assessed from the following points (Prawironegoro, 2009):1)
The quality of work demonstrates the smoothness, accuracy, and relevance of the work by not neglecting the
volume of work. The existence of good quality of work can avoid the level of error, in completing a work that
can benefit the organization's progress.2) The quantity of work shows the number of types of work done in time
so that efficiency and effectiveness can be achieved following the objectives of the organization.3) The
responsibilities show how much employees are in accepting and carrying out their work, assuring the work
results and the means and infrastructure used and the behavior of their work every day.4) Cooperation,
employee willingness to participate with other employees vertically and horizontally both inside and outside of
work so that work will improve.5) Initiatives, the initiative from inside members of the organization to do the
work and solve problems in work without waiting for orders.

According to Dessler (2008) there are six indicators of performance:1) Quality of work is the accuracy,
accuracy, acceptable level of work done,2) Productivity is the quantity and work efficiency generated by the
work within a certain period of time,3) Knowledge about work is the practical skills and techniques and
information used in work,4) Trust is a level where employees can be trusted in relation to job completion and
follow-up,5) Availability is the level at which the employee is on time, observes the determination of rest/meal
hours, and the entire attendance record6) Freedom is the extent to which work can be done alone with or without
supervisory supervision.

According to Luthans (2008) in general, there are several elements of employee performance, among
others: 1) The quantity of the results, measured from employee perceptions to the number of activities being
assigned and the results. 2) The quality of the results, measured from employee perceptions to the quality of the
resulting work as well as the perfection of the task to the skills and abilities of employees. 3) Timeliness of
results, measured from employee perceptions to an activity completed from the beginning of time to output. It
can finish at a set time and maximize the time available. 4) Attendance, employee attendance rate in the
company can determine employee performance. 5) The ability to work together, measured from employee's
flexibility in co-operation with colleagues and the environment.

Communication ability

According to Beni (2012), communication abilities are the delivery and understanding of messages
from one person to another. According to Larry (2010), communication is a dynamic process in which people
try to share their internal issues with others through the use of symbols. Based on the above opinion, it can be
concluded that communication is the ability to deliver messages or information about the mind that includes the
ability to speak, write, draw and discuss.

Akintoro (2016) argues that the purpose of communication should be analyzed thoroughly from two
directions, namely, from the boss's opponent and vice versa of the subordinate subordinates, the message to be
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delivered can be considered valuable to the recipient, communication with the right messages and in the short
term often has an interest long-term. Communication Capability is the ability to send messages that support the
achievement of goals where keeping social acceptance (Rowley, 2002). Purwanto (2006) communication ability
is the skill level of one's message delivery to others to tell and change attitude, opinion, and behavior as a whole
either directly or indirectly. Payne (2005) indicators of communication ability are communication
compensation, communication knowledge, and communication abilities.

Charoenngam, Nonluck and M Jabin in Mas'ud (2006) dimensions used in measuring the
communication level are:a) Wise and decency. b) Feedback received. c) Information Sharing. d) Masculinity.
Gibson (2001) explains there are some communication abilities needed in an agency so employees can do the
task charged to it. Some of the skills that must be owned by employees to achieve the effectiveness and
efficiency of work:1. Ability to interact. 2. Conceptual ability. 3. Technical ability

Riduan (2005) perceives that communication ability as a general characteristic of a person who is
related to knowledge) and skills created through action. The ability of an employee to apply the indicator can be
described as follows:1) Skills performing tasks.2) Reinforcement skills.3) Variation skills.

Workload

According to Hart and Staveland (2008) workload is a set or number of activities that must be
completed by an organizational unit or officeholder for a certain period (the perceived relationship between the
account of mental processing capability and the amount required by the task). Conclusions can be drawn from
workloads are many activities that require mental processes or abilities that must be completed within a
specified period, both physically and psychologically.

According to Meshkati in Tarwaka (2015), the workload can be defined as a difference between the
capacity or ability of workers and the demands of work to be faced. Given that human work is mental and
physical, each has a different level of loading. Too high loading levels allow excessive energy use and
overstress occur, whereas the intensity of loading that is too low allows boredom and saturation or under stress.
Therefore, it is necessary to try the optimum level of loading between the two extreme boundaries and of course
different from one individual to another.

According to Hart and Staveland in Tarwaka (2015), that workload is something that arises from the
interaction between the demands of tasks, the work environment where it is used as a place of work, skills,
behavior, and perceptions of workers. Workloads can sometimes also be operationally defined on various
factors such as the demands of the task or the efforts taken to do the work. Therefore, it is not only considering
workload from one aspect only, as long as the other factors have interrelations in complex ways.O'Donnell and
Eggemeier (1986), workload measurements can be carried out in three types, namely: subjective measurement,
performance measurement, and physiological measurements.According to Soleman (2011), the factors that
influence workload are external factors and internal factors.

Wages

Understanding wages according to Sukirno (2002) is payments to unskilled workers whose jobs are
always on the move, such as agricultural workers, carpenters, masons, and unskilled laborers. Whereas in
economic theory wages are described as payments for physical and mental services provided by labor to
entrepreneurs.

According to Rivai (2005) Wages are given as a form of fair and decent remuneration given to workers
for their services in achieving organizational goals. Wages are paid to workers based on working hours, the
number of items produced or the number of services provided. While according to Hasibuan (2007), wages are
remuneration paid to daily workers based on agreed agreements to pay. Based on several definitions of wages
above, it can be concluded that wages are rewards received from employers for services provided to companies
based on the length of hours and the number of products produced, the agreement between workers and business
people in determining the wage.

Hypotheses Development

The hypotheses of this study are as follows:

H1: Communication ability have a significant effect on the performance of agricultural employees in Deli
Serdang Regency

H2: The workload has a significant effect on the performance of agricultural employees in Deli Serdang
Regency

H3: The wages have a significant effect on the performance of agricultural employees in Deli Serdang Regency
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H4: Communication ability, workload, and wages work have a significant simultaneous effect on the
performance of agricultural employees in Deli Serdang Regency

1. RESEARCH METHODS

This type of research if viewed from its methodology, this research is categorized as descriptive
research. If reviewed from its data type, this study is classified as quantitative research (Sinulingga, 2017). The
quantitative associative method in this study is to know the relationship of communication ability, workload,
and wage to employee performance. The population of this research is agricultural workers in the Department of
Agriculture in Deli Serdang regency totaling 197 people.The sampling method used is a probability sampling
method, with sampling technique in this research is done through simple random sampling. Sample size by
using formula Slovin (Sinulingga, 2017) as many as 132 people with sample intake criteria. Hypothesis testing
is done by using multiple regression analysis approaches with T-Test & F-Test. Previously, it is determined
firstly the regression equation according to the result of this research.

AV RESULTS & DISCUSSION
Results
Regression Equation
Here is the regression equationamong the variables of communication ability, workload, and wage on
employee performance

Table 1: Regression Equation Results

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 9.364 3.756 2.493 .014
communication ability .286 126 .196 2.275 .002
workload .154 .109 .126 2411 .016
wages .594 .079 .568 7.470 .000

Based on the data in the table above, it is obtained:
Y =9,364+ 0,286X1 + 0,154X2 + 0,594X3

Partial Correlation

Partial t value of communication ability (X1) obtained result of t-count value is 2,275 and t-table value
is 1,656 and value t-count> t-table (2,275> 1,656) and sig <0,05 (0,002 <0, 05), it is concluded that partially,
communication ability has a significant effect on employee performance, at 2,275. The t value is partial from the
workload variables (X2) obtained the result t-count is 2,411 and the t-table value is 1,656 and the t-count> t-
table (2,411> 1,656) and sig <0,05 (0,016 < 0.05), it can be concluded that the workload has a significant effect
on employee performance as 2,411. The t value partially from the wage variable (X3) is obtained by the result of
t-count value is 7,470 and the value of t = table is 1,656 so the t-count> t-table (7,470> 1,656) and the sig value
is 0,05 (0,000 < 0,05), it can be concluded that partial wages have a significant effect on employee performance
equal to 7,470.

The value of t partially from wage variable (X3) is obtained as a result of t-count value is 7,740, and t-
table value is 1,656 and t-count value> t-table (7,740> 1,656) and sig <0,05 (0,000 <0,05) it can be concluded
that partial communication ability is the dominant variable which has a significant effect on employee
performance of 7,740.

Simultaneous Correlation
Table 2: Simultaneous Correlation Results

[Model Sum of Squares df Mean Square F Sig.

1 Regression 544.344 3 181.448 23.714 .000"
Residual 979.376 128 7.651
Total 1523.720 131

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), wages, communication ability, workload
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Based on the data in the table above, it shows that the F-count value is 23,714 with a significant level of 0,000.
Meanwhile, F-table values at 95% (o = 0.05) level are 2,674 where (F-count> F-table) up to 23,714> 2,674 and
sig <0,05 (0,000 <0,05). Thus, simultaneously there is significant influence between communication ability,
workload, and wage on the performance of agricultural workers in Deli Serdang Regency, North Sumatra.

Table 3: Determination Coefficient (R2) Model Summary
Model R R Square Adjusted R Std. Error of Durbin-Watson
Square the Estimate
1 .798° 757 744 2.76611 1.196

Based on the data above, it can be explained that the Adjusted R Square value is 0.744 or 74.40%,
meaning that the research variable contributes or contributes to the performance of Deli Serdang Regency
agricultural staff is 74.40% while other factors outside of this study influence the rest 25.60%.

V. CONCLUSIONS & SUGGESTIONS

Conclusion

Communication ability has a positive and significant effect on employee performance. A smaller
significance value indicates this case than the significance level of 0.05. Employee performance should be
balanced with the ability of an employee's ability to communicate, so the ability to get work done better.
Workload has a positive and significant effect on employee performance. A smaller significance value indicates
this case than the significance level of 0.05. Workloads based on situational and behavioral relationships and
responsibilities have a positive and significant effect on employee performance. This case is shown by the
significance value smaller than the significance level of 0.05 and is the dominant variable affecting the
performance of agricultural workers. Therefore it is hoped that the leadership can maintain the management
pattern applied to agricultural workers in Deli Serdang Regency which has been good and continue to innovate
so that communication is accurate, open, transparent, effective and efficient as needed.

Suggestions

Concerning the results of the research, the advice of the research that can be given to the Head of Deli
Deli Serdang Regency is:

It is advisable to pay more attention to employee performance. This can be given by motivating
employees to be achievement-oriented, can also be done with the provision of benefits to employee
performance, the provision of operational vehicles, The ability of job communications so that it is expected to
improve employee performance besides making a breakthrough in the form of online services and further
encourage employees to work well such as enterprise policies that do not burden employees and communicate
and communicate with family-like employees.

The head of the extension agency at the agricultural department in Deli Serdang Regency is advised to
maintain and improve the pattern of Workloads that have been applied so far by giving priority to visionary
leadership and openness to employees as in the performance reward award.

It is expected that the researcher can further develop the result of this research by adding some other variables
that are not studied in this research

REFERENCES

[1]. A.A Anwar Prabu Mangkunegara. 2012. Evaluasi Kinerja Sumber Daya Manusia. Bandung: PT. Refika
Aditama.

[2]. Adrian Payne. 2005, The Essense of Service Marketing Pemasaran Jasa. Prentice Hall. Essence of
Management Series.

[3]. Achmad S. Ruky,2001.Sistem Manajemen Kinerja. PT Gramedia, Jakarta

[4]. Akhmad. Imran 2013. Dasar-dasar Melatih Fisik Olahraga. Medan : UNIMED Press.

[5]. Alikodra, Hadi, et al. 2008, Global Warming. Nuansa: Bandung

[6]. Al Rasyid, Harun. 2000. Dasar-Dasar Statistika Terapan. Bandung: Program Pascasarjana UNPAD.

[7]. Ambarjaya, S Beni. 2012. Psikologi Pendidikan dan Pengajaran. Jakarta : Buku Seru.

[8]. Andayani. 2009. Pemantapan Kemampuan Profesional. Universitas Terbuka. Jakarta.

[9]. Anoraga, Panji. 2008. Manajemen Bisnis. Semarang: PT. Rineka Cipta

[10]. Anto Dajan, 2003, Pengantar Metode Statistik 11, Penerbit LP3ES, Jakarta

[11]. As’ad, M.2008. Psikologi Industri. Yogyakarta: Yogyakarta Lyberty.

*Corresponding Author: Ruth Nancy Gloria Pasaribu®  www.aijbm.com 49 | Page



American International Journal of Business Management (A1JBM)

ISSN- 2379-106X, www.aijom.com Volume 2, Issue 3 (March - 2019), PP 44-52

[12].

[13].

[14].

[15].
[16].
[17].
[18].
[19].
[20].
[21].
[22].
[23].
[24].

[25].

[26].
[27].
[28].
[29].

[30].
[31].

[32].
[33].
[34].
[35].
[36].
[37].
[38].
[39].
[40].
[41].

[42].

Astuti, Angggraini, Akintoro dan Leonard. 2015. Peran Kemampuan Komunikasi Matematika Terhadap
Prestasi Belajar Matematika Siswa. Jurnal Formatif 2(2): 102-110.

Baregheh, A., Rowley, J., & Sambrook, S. 2002. Towards a Multidisciplinary Definition Of Innovation.
Emerald Group Publishing Limited, Vol. 47, No. 8,1323-1339. doi
:10.1108/00251740910984578

Batubara, Khairunnisa, dkk. 2013. Pengaruh Gaji, Upah dan Tunjangan Karyawan terhadap Kinerja
Karyawan pada PT. XYZ. Jurnal Teknik Industri FT USU. Volume 3. Nomor 5. Medan: Universitas
Sumantra Utara

Cooper, Cary dan Straw, Alison. 2008. Stress Management Yang Sukses Dalam Sepekan. Jakarta :
Kesaint Blanc

Departemen Kesehatan RI. 2008. Modul Pelatihan bagi Fasilitator Kesehatan Kerja. Jakarta.

Dessler, Gary. 2008. Manajemen Sumber Daya Manusia. Jilid 1, Edisi Sepuluh. Jakarta: Indeks.
Dionysius Dendy Wibowo, 2014, Beban Kerja dan Pelatihan Kinerja terhadap Kinerja Karyawan PT
Sarihusada

Fauziah, Hujaimatul. 2012. Pengaruh Insentif dan Motivasi kerja Terhadap Kinerja Pegawai Pada Kantor
Dinas Bina Marga Balai Besar Pelaksanaan Jalan Nasional Il Satker Pelaksanaan Jalan Nasional
Wilayah | Bandar Lampung. Jurnal

Fauziah, Fitri dan Julianti Widuri, 2005, Psikologi Abnormal Klinis Dewasa, Jakarta: Ul Press

Gibson, 2003. Organisasi : Prilaku, Struktur dan Proses . Erlangga, Jakarta.

Gibson, 2006. Organisasi : Prilaku, Struktur dan Proses . Erlangga, Jakarta.

Gibson, 2013. Organisasi : Prilaku, Struktur dan Proses . Erlangga, Jakarta.

Ghozali, Imam. 2008. Aplikasi Analisis Multivariate dengan Program SPSS. Semarang : BP Universitas
Diponegoro.

Haedar, dkk. 2015. Pengaruh pemberian Insentif terhadap Kinerja Karyawan PT. Suraco Jaya Abadi
Motor di Masamba Kabupaten Luwu Utara. Jurnal Equilibrium. Volume 5. Nomor 1. Palopo: Universitas
Muhammadiyah Palopo.

Hafid M 2014. Analisis Faktor-faktor yang Mempengaruhi Upah Tenaga Kerja Industri Tekstil di Kec
Pedurungan Kota Semaran.Skripsi. UNDIP. Semarang

Hancock, P.A & Meshkati, N. 1988. Human Mental Workload. Elsevier Science Publisher B.V :
Netherlands.

Hart, S. G. dan Staveland, L. E. 2008. Development of NASA-TLX (Task Load Index): Results of
Empirical and Theoretical Research. Aerospacel36 Human Factors Research Division NASA-Ames
Research Center. California.

Hasibuan SP, Malayu, SP, 2005, Manajemen Sumber Daya Manusia, Gunung Agung, Jakarta.

Hasibuan SP, Malayu, SP, 2007, Manajemen Sumber Daya Manusia, Gunung Agung, Jakarta.

Hatta, Iha Haryani danWidarto Rachbini. 2015. Budaya Organisasi, Insentif, Kepuasan Kerja, dan
Kinerja Karyawan pada PT Avrist Assurance. Jurnal Manajemen. Volume XIX, No. 01 Februari 2015:
74-84

Hendrie Anto, 2003, Pengantar Ekonomika Mikro Islam, Ekonosia, Yogyakarta

Heidjrachman Ranupandojo, Suad Husna, 2004 Manajemen Personalia, BPFE, Yogyakarta

Ivancevich, J,M, 2007. Perilaku dan Manajemen Organisasi. Edisi Ketujuh. Mc Graw Hill. New York.
Isa, 2009. Pengaruh Kompetensi Komunikasi dan Gaya Kepemimpinan Sumber Daya Manusia terhadap
kinerja SDM. Jurnal Ilmiah Abdi llmu, vol. 2 No. 1. ISSN : 1979-5408.

Jablin, Fredric M., Charoenngam, Nongluck, Sriussadaporn 1999, An Exploratory Study of
Communication Competence in Thai Organizations, Journal of Business Communication, 36; 382,
http://job.sagepub.com/cgi/content/ refs/36/4/382

Kartasapoetra, G. 1994. Teknologi Penyuluhan Pertanian. Bina Aksara. Jakarta.

Khairati, Rusda. 2013. Pengaruh Insentif dan Motivasi Terhadap Kinerja Pegawai Dinas Pengelolahan
Keuangan Daerah Kabupaten Pesisir Selatan. Jurnal KBP. Volume 1. Nomor 2. Padang: STIE “KBP”
Padang

Kurniawan 2013, Pengaruh Upah Kerja, Budaya Organisasi dan Kepemimpinan Terhadap Kinerja
Karyawan Koran PT. Tempo Jateng dan D.l. Yogyakarta

Luthans, Fred. 2008. Organizztional Behavior. McGraw-Hill Companies,Inc. New York.

Masilan, Olla, dkk. 2015. Pengaruh Upah dan Insentif Karyawan terhadap Kinerja Karyawan (Studi pada
Karyawan CV. Indah Jaya Nganjuk). Jurnal Administrasi Bisnis. Volume 2. Nomor 2. Malang:
Universitas Brawijaya Malang.

Mas’ud Machfoeds. Siallagan,Hamonangan, 2006. Mekanisme Corporate Governance, Kualitas Laba dan
Nilai Perusahaan. Paper dipresentasikan pada Simposium Nasional Akuntansi 9 Padang.

*Corresponding Author: Ruth Nancy Gloria Pasaribu®  www.aijbm.com 50 | Page



American International Journal of Business Management (A1JBM)

ISSN- 2379-106X, www.aijom.com Volume 2, Issue 3 (March - 2019), PP 44-52

[43].

[44].
[45].

[46].
[47].
[48].
[49].
[50].
[51].
[52].
[53].
[54].
[55].
[56].
[57].
[58].
[59].
[60].
[61].
[62].
[63].
[64].
[65].
[66].
[67].
[68].
[69].
[70].

[71].
[72].

[73].
[74].
[75].

[76].

Mayasari, Rina, dkk. 2012. Pengaruh Loyalitas Kerja, Upah dan Motivasi Terhadap Kinerja Karyawan
Pada PT. Remko Palembang.Jurnal limiah.Volume 10. Nomor 10. Palembang: Universitas Bina Darma
Menpan. 1997. Definisi Beban Kerja. Diakses 5 Desember 2018 dari http://www.bkn.go.id

Muzammil, 2014, Analisis Lingkungan Kerja dan Beban Kerja Terhadap Kinerja Karyawan Studi pada
Perusahaan Percetakan Petala Bumi Pekanbaru

Ndraha Taliziduhu, 2005. Teori Upah Kerja, Cetakan Pertama, PT. Rineka Cipta, Jakarta.

Ngalim Purwanto. 200. Psikologi Pendidikan. Bandung: PT Remaja Rosdakarya.

Normi, Siti, SE, M.Si. 2015. Pengaruh Pemberian Insentif terhadap Kinerja Karyawan pada PT. Pusri
Cabang Medan. Jurnal Ilmiah “INTEGRITAS”. Volume 1. Nomor 2. Medan : Universitas Methodist
Indonesia.

Nugroho, Febriawan Ardi. 2014. Pengaruh Pelatihan dan Insentif terhadap Kinerja Karyawan PT. Bank
DanamonMadiun. Jurnal Ekonomi dan Bisnis. Volume 14. Nomor 1. Ngawi : Universitas Soerjo Ngawi.
Nurhanifa, Septiyana. 2012.Persepsi Pasien Tentang Kinerja Perawat Di Ruang Mawar RSUD Prof. Dr.
M Hardjono Soedigdomarto, Sp.OG Kab. Ponorogo. KTI Tidak Diterbitkan. Ponorogo : Fakultas IImu
Kesehatan Universitas Muhammadiyah Ponorogo

O'Donnell,Cyril.Weihrich,Heinz. 1986, Manajemen, th. 8 .Ed., Jakarta : Erlangga.

Payne. 2005, The Essense of Service Marketing Pemasaran Jasa. Prentice Hall. Essence of Management
Series.

Peraturan Pemerintah Republik Indonesia Nomor 78 Tahun 2015 Tentang Pengupahan, Bab | (Ketentuan
Umum) pasal 1

Prawironegoro. Ismail, H., D. 2009. Sistem Pengendalian Manajemen Konsep Dan Aplikasi, Mitra
Wacana Media, Jakarta.

Putra, A. S. 2010. Analisis Pengaruh Beban Kerja Terhadap Kinerja Karyawan Divisi Marketing dan
Kredit PT. WOM Finance Cabang Depok.Skripsi. Institut Pertanian Bogor

Raharjo, Paramita & Warso. 2016. Pengaruh Kemampuan Kerja, Pengalaman dan Pelatihan Terhadap
Produktivitas Kerja Karyawan Dengan Kompetensi Kerja Sebagai Variabel Intervening (studi kasus
pada KUD “PATI KOTA” Kabupaten Pati). Journal Of Management, Vol.2 No.2.

Ranupandojo, H., dan Suad Husnan, 2004, Manajemen Personalia, Edisi Ill, Yogyakarta: BPFE.

Risma, Adelina Simanjuntak. 2010, Analisis beban kerja mental dengan metode Nasa-TLX. Teknik
industri, Institusi sains & Teknologi AKPRIND: Yogyakarta

Robbins, Stephen P., 2013. Perilaku Organisasi (Edisi 12). Jakarta: Salemba Empat.

Ridwan, 2005. Metode dan Teknik Penyusunan Tesis. Bandung: Alfa Beta.

Rivai, Veithzal 2005, Manajemen Sumber Daya Manusia Untuk Perusahaan dari Teori ke Praktik , Raja
Grafindo Persada, Jakarta

Sinulingga, Sukaria. 2011. Metode Penelitian. Medan: USU Press.

Sinungan, Muchdarsyah. 2005. Produktivitas : Apa dan Bagaimana.Edisi Kedua. Bumi Aksara

Sekaran, Uma. 2006. Metode Penelitian Untuk Bisnis 1. (4th ed).Jakarta: Salemba Empat.

Soleman, Aminah. 2011. Analisis Beban Kerja Ditinjau Dari Faktor Usia Dengan Pendekatan
Recommended Weiht Limit (Studi Kasus Mahasiswa UNPATTI Poka). Jurnal Arika, Vol. 05 No. 02
(Agustus 2011). ISSN:1978-1105.

Spaho, Kenan. 2010. Organizational Communication as Key Factor of Company Success. University of
Zagreb, Faculty of Economics and Business.

Subianto, Marinus. 2016.Pengaruh Gaji dan Insentif terhadap Kinerja Karyawan pada PT. Serba Mulia
Auto di Kabupaten Kutai Barat. Jurnal Administrasi Bisnis. Volume 4. Nomor 3. Samarinda: Universitas
Mulawarman

Suhardiyono, 1992. Penyuluhan Petunjuk bagi Penyuluh Pertanian. Erlangga Jakarta.

Sugiyono, 2004. Metode Penelitian Bisnis. Cetakan Keenam. Bandung: Alfabeta.

Sugiyono, 2014. Metode Penelitian Bisnis. Cetakan Keenam. Bandung: Alfabeta.

Sukirno, Sadono. 2002. Pengantar Teori Mikroekonomi. Raja Grafindo Persada. Jakarta

Sunyoto, Danang. 2013. Manajemen Sumber Daya Manusia dilengkapi dengan Budaya Organisasi,
Komitmen Organisasi, Pengembangan Organisasi dan Outsourching. Jakarta: Edisi 2. For Academic
Publishing Service (CAPS)

Suranto AW. 2005. Komunikasi Perkantoran. Cetakan Pertama. Media Wacana Y ogyakarta.

Sutarto, 2006, Dasar-Dasar Organisasi. Yogyakarta: Gadjah Mada University Press.

Suryaningrum. 2015. Pengaruh Beban Kerja dan Dukungan Sosial terhadap Stres Kerja pada Perawat RS
PKU Muhammadiyah Yogyakarta. Skripsi. Universitas Negri Yogyakarta

Tarwaka,, Bakri, Solichul HA., dan Sudiajeng, Lilik. 2004. Ergonomi Untuk Keselamatan, Kesehatan
Kerja dan Produktivitas. Surakarta: Harapan Press

*Corresponding Author: Ruth Nancy Gloria Pasaribu®  www.aijbm.com 51 | Page



American International Journal of Business Management (AIJBM)

ISSN- 2379-106X, www.aijom.com Volume 2, Issue 3 (March - 2019), PP 44-52

[77].
[78].
[79].
[80].
[81].

[82].

Umar, Husein, 2009, Riset Akuntansi, Jakarta: PT. Gramedia Pustaka Umum.

Undang-Undang Nomor 13 Tahun 2003 Tentang Ketenagakerjaan, Bagian Kedua: Pengupahan

Yulius. 2008. Analisis Pengaruh Diklat, Kemampuan, Motivasi Kerja dan Upah Kerja Terhadap Kinerja
Aparatur Industri di Daerah Yogyakarta. Jurnal Fakultas Ekonomi Universitas Gadja Mada Yogyakarta.
Zuhdi, Farouk. 2011. Komunikasi Bisnis Pemahaman Secara Mudah. Wahana Totalita Publisher.
Yogyakarta.

Wibawa (2014), Pengaruh Kompensasi dan Lingkungan Kerja Terhadap Kinerja Karyawan studi pada
karyawan percetakan PT. Delina Denpasar”

Winaya, Kuna 1989; Manajemen Sumber Daya Manusia (Lanjutan) edisi ketiga, Denpasar Fakultas
ekonomi Universitas Udayana

“'Correspondence Author: Ruth Nancy Gloria Pasaribu

'Postgraduate Program, Magister Management, Universitas Sumatera Utara, Medan,
North Sumatra, Indonesia

*Corresponding Author: Ruth Nancy Gloria Pasaribu’  www.aijbm.com 52 | Page



