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Small and Medium Enterprises (SMEs) play a crucial role in contributing 

to the economy, with the potential to sustain and drive national economic 
growth. Among the various industries within the SME sector, the culinary 

sector is often chosen by SME entrepreneurs. Within SMEs, human 

resources hold significant importance. The effectiveness of employees in 

fulfilling their responsibilities within the organization is vital for 
ensuring smooth business operations. Establishing a robust 

compensation system is of utmost importance for Indonesian SMEs. A 

well-designed, adequate, and equitable compensation system is 

necessary to appropriately recognize employees' contributions to the 
organization. This research aims to identify the existing compensation 

system, analyze the underlying factors influencing payroll decisions, and 

evaluate the ideal salary system for implementation. Primary and 

secondary data sources are utilized in this research. A nonprobability 
sampling method, specifically census sampling, is employed. The point 

system method and simple linear regression analysis are utilized to 

analyze the data. The factors influencing salary determination at SME 

XYZ are ranked in order of significance as follows: Responsibility for 
Records and Reports, Job Complexity, Decision Making, Customer 

Service Orientation, Responsibility for Equipment, Communication, 

Initiative, Working Conditions, Experience, and Education. The 

recommended payroll structure for implementation at SME XYZ is the 
non-classification payroll structure. This structure offers benefits such as 

simplified job clustering and improved accuracy in employee career 

development. 
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INTRODUCTION 

The term "small and medium enterprises" (SMEs) pertains to commercial 

entities that are managed within a range of modest to moderate proportions. As per 

Law of the Republic of Indonesia No. 20/2008 pertaining to MSMEs, a small-scale 

enterprise is a self-sufficient or autonomous productive economic entity that is 

owned by individuals or groups and functions independently of its parent 

organization. Such businesses generate annual revenues ranging from Rp 300 

million to Rp 2.5 billion. On the other hand, a medium-sized enterprise is a 

productive economic entity that operates independently and is not a subsidiary or 

branch of a larger corporation. These businesses generate annual revenues ranging 

from Rp 2.5 billion to Rp 50 billion. 
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Small and Medium Enterprises (SMEs) are crucial contributors to the 
economy, possessing the potential to sustain and propel national economic growth. 

The prosperity of a country's economy is contingent upon the triumph of its small 

and medium-sized enterprises (SMEs) (Sudrartono et al., 2022). According to Bank 

Indonesia (2020), small and medium-sized enterprises (SMEs) constituted 99.99% 

of all business units and provided employment to 97.0% of the overall workforce 

in 2018. Furthermore, it is noteworthy that SMES make a significant contribution 

to the gross domestic product (GDP) of the nation, amounting to 60.5%, and they 

also represent a substantial proportion of the total employment, accounting for 

96.9% (Coordinating Ministry for Economic Affairs of Indonesia, 2022). 

According to (Nasution & Lubis, 2018), the development of small and medium-

sized enterprises (SMEs) is a crucial component of the national and regional 

economic framework. This is achieved through a partnership model that fosters 

collaboration between SMEs and larger industries, resulting in a synergistic effect 

that enhances economic growth. 

The culinary sector is one of the SME industries that SME actors frequently 

select (Suci, 2017). Food is one of the essential human requirements, hence 

businesses in the culinary industry are deemed to be promising (Zuari et al., 2013). 

The culinary sector provided IDR 455.44 trillion or roughly 41 percent of the entire 

creative economy GDP of 1,134.9 trillion in 2020 (Ministry of Tourism and 

Creative Economy, 2022). The culinary industry sector is one of the main sectors 

that support the performance of the non-oil and gas processing industry. The 

culinary industry provided 37.77% of the non-oil and gas processing industry's 

gross domestic product in the first quarter of 2022 (Ministry of Industry of the 

Republic of Indonesia, 2022). Based on this, the culinary SMEs sector plays a 

significant role in Indonesia's economy. 

In SMEs, human resources are a crucial aspect. Every business needs 

qualified human resources to attain its own objectives (Ariskha et al., 2020). The 

performance of an organization is determined by the performance of all its 

employees. For all businesses, employees are vital assets in order to carry out the 

production process and distribution (Naufalia et al., 2022; (Widodo & Yandi, 2022). 

Every company's success depends on the effectiveness of its employees, as they are 

involved in several business operations (A. R. Putra et al., 2020).  

The success of employees in carrying out their responsibilities inside a firm 

is essential for the efficient operation of a business (Sugiarti et al., 2022). 

Performance is the willingness of an individual or group to carry out an activity and 

perfect it in accordance with their duties, with expected outcomes (Nursam, 2017). 

Workers do their best efforts and perform to the company's standards. According to 

Sutrisno et al. (2022), compensation is one of the elements that determine employee 

performance. Employees require fair compensation because the fair distribution of 

compensation makes them feel valued for their contributions to the organization. 

One strategy to ensure the success of SMEs is to give compensation that is fair and 

proportional to the task (Ramadhani, 2021). 

Compensation, the determination of salaries, is one of the most critical and 

delicate concerns (a core function) in human resource management (HRM). It can 

have a key influence on employee retention, among other variables (Balogh et al., 

2020) Kompensasi adalah imbalan jasa yang diberikan perusahaan kepada 
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karyawannya karena telah melakukan kewajiban dengan memenuhi segala 
tugasnya (Siswadi & Farisi, 2022). The existence of compensation is considered to 

have a favorable impact on the company's efforts to create its image and can 

motivate employees to perform more and demonstrate their qualifications (Manik 

et al., 2021),  

According to Zhu et al. (2022), there are two forms of employee 

compensation, namely financial compensation and non financial compensation. 

Financial compensation is any sort of remuneration that can be cashed 

(Kusumawardani et al., 2020). There are two primary components to the financial 

compensation, namely direct financial payments (wages, salaries, incentives, 

commissions, and bonuses) and indirect financial payments (financial benefits like 

employer-paid insurance and vacations) (Dessler, 2018). On the other hand, Non-

financial compensation is anything that employees get as a reward for the work they 

do for the company that isn't money (Sedarmayanti, 2017). Non-financial 

compensation is split into two categories: career (security in position, promotion 

opportunities, and recognition of work) and work environment (getting praise, 

friendly, comfortable working, conducive) (A. D. Putra, 2016). 

The establishment of a good compensation system is crucial for Indonesia's 

SMEs. According to research conducted by Hartanto (2019) the compensation of 

employees of Tempe Crackers Production MSMEs in Sanan, Malang City has a 

significant impact on their performance. In accordance with research conducted by 

Cahya et al. (2021), the variable compensation has a positive and statistically 

significant effect on job satisfaction at MSMEs Lancar Ponsel Jogja Tronik. 

Compensation has a major impact on staff productivity in UMKM (Dewi, 2014). In 

addition, as compensation increases, the intention of employees to leave the 

company will lessen (Yudhistira, 2016).  

The salary status of culinary SME employees who are still earning less than 

the City Minimum Wage (UMK) established in their individual regions might lead 

to issues such as SME employee turnover. The proper selection of compensable 

elements is one of the factors that must be addressed when determining the amount 

of compensation for SME employees (Kartika et al., 2022). Hence, a good, 

adequate, and fair compensation system in SMEs is required so that employees' 

contributions to the organization are appropriately rewarded. 

SME XYZ is a small and medium-sized firm (SME) that operates in the 

food service industry. Its location may be found in the Bogor Regency of West Java. 

The wages at Small and Medium-Sized Businesses (SME) XYZ have not been 

adjusted to account for the minimum wage. Since SME XYZ is a large family 

restaurant with a Sundanese cultural theme, it has a large number of employees, and 

it has a wonderful view of a rice field, and since SME XYZ has not been able to 

implement a minimum wage similar to the Bogor City UMR, it was considered to 

be an ideal candidate for this research. 

Based on the research background that has been described, the formulation 

of this research is as follows: 

1. How do SMEs in the XYZ industry implement their compensation system? 

2. What compensable factors are used to determine salary at XYZ SMEs? 

3. What is the ideal salary system to be implemented by XYZ SMEs? 
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 Based on the formulation of the problems that have been described, the 
objectives of this study are to identify the compensation system implemented by 

XYZ SMEs, analyze the compensable factors that are used to determine salary at 

XYZ SMEs, and analyze the ideal salary system to be implemented by XYZ SMEs. 

 

METHODS 

a. Research Framework 

 The framework starting from the background of the problem, problem 

formulation, research objectives, methods, to the output produced from this 

research is depicted by the framework shown in Figure 1. 

 
Figure 1. Research Framework 

 
Source: Ensmenger (2016) 

As shown in Figure 1, According to statistical data from 2018, small and 

medium-sized enterprises (SMEs) constituted a significant majority of businesses, 

comprising 99.99% of all businesses. These enterprises also employed a substantial 

proportion of the labour force, accounting for 97.0% of employment. Additionally, 

SMEs contributed significantly to the nation's gross domestic product (GDP), with 

a total contribution of 60.5%. Furthermore, SMEs accounted for a significant 

proportion of total employment, comprising 96.9% of all employment. The culinary 

industry made a significant contribution to the creative economy's gross domestic 

product (GDP) in 2020, accounting for nearly 41% of the total GDP of 1,134.9 

quadrillion IDR. Additionally, in the first quarter of 2022, the industry contributed 

37.77% of the non-oil and gas processing industry's GDP. Small and medium-sized 
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enterprises are dependent on the effectiveness of their workforce, given their 
involvement in various business functions. One strategy to ensure the success of 

small and medium-sized enterprises is to offer equitable and proportional 

remuneration for the assigned duties. However, the potential for turnover among 

employees of small and medium-sized enterprises (SMEs) in the culinary industry 

persists in regions where they earn less than the City Minimum Wage (UMK). 

Therefore, it is imperative that small and medium-sized enterprises (SMEs) 

establish a compensation system that is effective, sufficient, and equitable. The 

present study will concentrate on small and medium-sized enterprises (SMEs) 

involved in the culinary industry located in Bogor Regency, which is situated in the 

province of West Java. According to the results of the research carried out on 

SMEs in the Indonesian culinary industry, ten compensable factors are most 

frequently utilized to determine employee compensation. These are the ten 

compensable factors: 

1. Education, is a component that measures the formal academic, technical, or 

vocational education required to perform the responsibilities of the position 

(Okanagan College, 2015). 

2. Work Experience. This factor is used to measure the amount of work experience 

required to undertake the duties of the position (Okanagan College, 2015). 

3. Communication. This factor evaluates a candidate's capacity for active listening 

in order to fully comprehend issues, reading comprehension, and the ability to 

clearly and succinctly communicate ideas both orally and in writing. To cater 

to a range of audiences, appropriately alter the message, style, and tone 

(Chicago State University, 2019). 

4. Customer Service Orientation, in order to respond to and meet customer wants, 

requirements, and expectations, a company must be able to demonstrate a 

positive attitude and behavior that demonstrates awareness of and a readiness 

to respond to customers (Chicago State University, 2019). 

5. Working Conditions. This factor assesses exposure to undesired or unpleasant 

working conditions, such as temperature, cleanliness, dust, temperature, smoke, 

bad scents, noise, vibration, illumination, and distractions (Okanagan College, 

2015). 

6. Initiative. This factor measures contribution to the written vision and mission, 

independent achievement of results, and proactive problem-solving and 

exploitation of chances (Chicago State University, 2019). 

7. Decision Making. This factor measures the ability to detect and comprehend 

challenges, problems, and opportunities, compare facts from many sources to 

form conclusions, apply effective techniques to select actions or build solutions, 

and take the appropriate action (Harvard University, 2016). 

8. Responsibility for the Equipment. This factor measures the level of 

responsibility for the acquisition, usage, and maintenance of buildings, 

equipment, and space, based on organizational goals, budgets, safety and 

security requirements, and set standards (National Institutes of Health, 2009) 

9. Job Complexity, This factor is used to measure the amount of work that relates 

to the ability to focus on setting goals and attaining results, and it is accountable 

for ensuring that work is performed in accordance with specified commitments 

and quality standards (IRCC, 2020). 
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10. Responsibility for Records and Reports. This component measures the capacity 
to acquire data and information, evaluate it, and convert it into knowledge for 

planning, decision-making, or management reporting, which is then conveyed 

and distributed to various audiences, such as peers or superiors (Chicago State 

University, 2019). 

b. Research Location and Time 

The study was conducted at XYZ Micro and Small Enterprises, located in 

Bogor Regency, situated in the province of West Java. The study was carried out 

for a duration of five weeks, spanning from February to March in the year 2022. 

The XY company case study involved conducting all aspects of information 

gathering, data processing, data correction, and scientific article preparation offline. 

c. Data Types and Sources 

This research uses both primary and secondary data sources. Primary data 

was gathered by questionnaires to determine the wage data of all SME XYZ 

employees and questionnaires to determine the key job factors implemented at SME 

XYZ, Bogor Regency. This paper used secondary data that was collected from 

scientific articles, official annual reports, official websites, and records of related 

agencies that are relevant to the research.  

d. Data Processing and Analysis Methods 

The sample method used in this research is nonprobability sampling. 

According to Sugiyono (2017) non probability sampling is a sampling method in 

which each element or member of the population has unequal chances of being 

selected as a sample. This study utilized a sort of nonprobability sampling known 

as a census or saturated sampling. Census Technique is a sampling strategy in which 

the entire population is sampled (Sugiyono, 2017). Then, purposive sampling is 

employed to discover the criteria that constitute the basis for deciding the wage at 

SME XYZ, Bogor Regency. The Supervisor was the respondent who was sampled. 

The choice was decided since the expert was thought to be familiar with all of the 

company's responsibilities and duties. 

Descriptive statistical analysis, salary mapping analysis, the system point 

approach, and simple linear regression were the processing and analytical 

techniques employed by SME XYZ to design a job value-based compensation 

system model system. Ms. Excel 2019 programme is also used for data processing. 

The collected data is then transformed into tables and graphs to facilitate conclusion 

drawing. 

Descriptive statistics relate to the transformation of raw data into a format 

that facilitates comprehension and interpretation of the data or numbers provided. 

This descriptive analytical technique is used to describe and make conclusions from 

tabular or graphical data. A salary mapping analysis is conducted to identify the 

proportion of range dispersion and mid-to-high compensation from one position 

level to another. Then, compare the percentage difference between mid to mid and 

range spread with the optimum salary structure conditions, namely that mid to mid 

is less than range spread (Payscale Compensation Consultant, 2018). Under the 

point system, evaluators assign numerical value pins to particular job variables, 

such as necessary knowledge, and the sum of these values offers a quantitative 

assessment of the relative value of the job (Mondy, 2008). In this point system, the 

eckenrode weighting approach is also utilized to establish the weight of each job, 
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and simple linear regression is employed to estimate the average income variable, 
such that the equation-based salary computation yields a midpoint salary. The 

employee wage variable is employed as the y variable and the job point variable as 

the x variable in simple linear regression. After determining the midpoint salary, 

the basic salary and peak salary will be determined, resulting in three actual salary 

conditions. The three salary conditions are: underpaid, where the actual salary is 

less than the basic salary, in paid, where the actual salary is between the basic salary 

and peak salary, and overpaid, where the actual salary exceeds the peak salary. In 

addition, an ideal salary system will be created by freezing the overpaid condition 

and increasing the underpaid condition's pay to the minimum wage determined by 

the point system computation (Regina & Kartika, 2016). 

 

RESULTS & DISCUSSION 

Results 

Overview of SME XYZ 

SME XYZ is a small and medium-sized enterprise (SME) XYZ operates in 

the food service business. It is located in the Bogor Regency of West Java. 

Established in 2021, SME XYZ is a restaurant that serves delectable food while 

also providing breathtaking views of the surrounding rice fields. SME XYZ has 75 

employees. Nowadays, the competition in the culinary industry becomes more 

intense. Many challenges and threats have been encountered by XYZ SME, which 

have affected the restaurant's operations. Yet, SME XYZ is still thriving and 

expanding by adding new service lines, such as event organizers. 

The XYZ SME has operated for less than two years. Thus, there are still 

numerous challenges and issues that must be executed and organized in a systematic 

and effective way. According to the BPS (2013), a medium-sized business employs 

between 20 and 99 employees. Given that XYZ SME employs 75 employees, it is 

therefore classified as a medium-sized business. Then, based on (Law of the 

Republic of Indonesia No. 20/2008), XYZ SME is therefore classified as middle 

class because its annual sales income exceeds Rp 300,000,000,- (three hundred 

million rupiah) and does not exceed Rp 2,500,000,000,000,-. (two billion five 

hundred million rupiah). 

Analysis of Compensable Factors in the Compensation System of XYZ SME 

 The Hay Method is used to identify compensable factors. The Hay Method 

is a performance evaluation approach comprised of three criteria: knowledge, skills, 

and experience (know-how). Issue resolution and accountability Know-how is 

appropriate information and skills for performing tasks. The knowledge and skill 

aspects can include both practical procedures in the field of study and practical 

interpersonal abilities. Problem solving is the application of knowledge to 

recognize, describe, and resolve issues. The surroundings and difficulties in which 

the thought process occurs are factors. Meanwhile. Accountability refers to the duty 

associated with the ability of a position to deliver outcomes and the significance of 

these results to the organization. Accountability factors include the extent of control 

over human resources, standard operating procedures, and financial indicators. The 

ten compensable factors utilized by the XYZ SME, as determined by the findings 

of the research, are listed in Table 3 below. 
Table 1. Analysis of Compensable Factor and the point system 
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Source: Data Processed (2023) 

 Table 1 shows that responsibility for records and reports and the complexity 

of the work are the two compensable factors that have the most weight. In contrast, 

education and experience are the compensable qualities with the lowest weights. 

The establishment of the weight value is based on the evaluation of experts in their 

respective domains and refers to data in the field based on job qualification requests 

for each position.  

Job Grading 

 To classify jobs based on job titles, jobs are graded according to factor 

weighting. Job grading can be performed using the given grade technique. SME 

ABC's calculation of job value based on job grading is shown in table 2. 
Table 2. Job Grading XYZ SME 
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Source: Data Processed (2023) 

The researcher chooses the quantity of grades in the given grade method, as 

shown in Table 2. The highest job value minus the lowest job value, multiplied by 

the total number of grades, yields the quartile. According to Table 4, there are no 

job positions that suit Level IV. 

SME XYZ Compensation System Condition 

 Salary mapping by position can be used to further examine the condition of 

the 2023 implementation compensation system. Positions at XYZ SME are 

classified into 6 classes, namely class I (Barista, Kitchen Staff, Warehouse, Cashier, 

Receptionist, Waiters, Security, House Keeper, Runner, Gardener, Parking Staff), 

class II (Chef 1 (main dish), Chef 2 (pastry), Chef 3 (appetizer), Head Bar), class 

III (Marketing Officer, Head Chef, and Supervisor), class V (Finance Manager), 

and class VI (Area Manager and Assistant Manager). The findings of the actual 

salary mapping can be seen in Table 3. 
Table 3. Salary Mapping 
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Desc: I=Ideal, NI=Not Ideal 

Source: Data Processed (2023) 

According to the results of salary mapping shown in Table 3, the existing 

salary conditions are insufficient because in all positions, the value of the mid to 

mid is higher than the value of the range spread. It is considered not ideal because 

the gap between one position level and the next is too wide and does not coincide, 

resulting in an excessive salary increase. This indicates that internal justice has not 

been established in the business. 

Salary System Without Classifications 

The actual salary conditions in the salary system without classification, as 

determined by calculations using the point system, are demonstrated in Table 4. 
Table 4. Analysis results of salary system without classification 
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Desc: UP: Under Paid, IP: In Paid, OP: Over Paid 

Source: Data Processed (2023) 

 Table 4 shows that all 75 employees are already in the "in paid" status. The 

next step is to create a scatter diagram from the computation results, as shown in 

Figure 2. 

 
Figure 2. Scatter diagram of salary system without classification using linear regression 
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Figure 2 shows a scatter diagram where the x-axis represents the work value 
points and the y-axis represents the employee's income. The point between the 

bottom and top lines represents the In Paid state. As shown in Figure 2, there are no 

points indicating that the actual salary is below the base salary and there are no 

points indicating that the actual salary is over the maximum salary. Thus, it can be 

determined that the salary system is ideal, with a total amount of Rp204,500,000 in 

actual salary that must be issued. 

Salary System with classification 

Classification is performed to see whether the evaluated salary system can 

be separated into the six classes outlined in Table 2. Classification of the salary 

structure is also analysed. The first step in establishing a salary system with 

classification is determining the gap between each class. For the classification itself, 

six classes are selected. The next step is to establish the weight of the lowest, 

middle, and highest points in each class. The processing results of the salary 

structure with classification is shown in Table 5. 
Table 5. Calculation results of salary system with classification 

 
Source: Data Processed (2023) 

According to Table 5, the lowest job point is 197. Meanwhile, the highest 

job point is 1,381. The distance between the lowest and highest points in each class 

is 197. After determining the class distinctions, the following step is to assign each 

individual to a position within the existing class. The midpoint is then utilised as a 

new job point during the processing of salary data. Subsequently, the results of the 

new salary structure are generated by classifying the employees as shown in Figure 

3 and Table 6. 
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a)  

b)  
Figure 3. Scatter diagram of salary system with classification using linear 

regression implementation of 2023 (a) Scatter diagram of salary system with 

classification using linear regression ideal (b) 

 In contrast to the graph of the classification salary structure, where all points 

are between the upper and lower points, Figure 3(a) shows that there are three points 

outside the line between the base salary and the highest salary. To obtain the ideal 

salary, adjustments must be made to this salary structure with classification. 

Modifications are achieved by reducing the base salary range by 70% for employees 

who are in paid status to become under paid. The entire actual salary that must be 

issued at this time is Rp204,500,000. Due to the strategy utilized, which is to cut 

the base salary, there is no need to increase costs in order to obtain the ideal 

condition in the salary structure without classification. 
Table 6 Salary structure results with classification 
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Source: Data Processed (2023) 

The actual number of salaries with under paid conditions is 12, according to 

Table 6. There are 63 persons in paid status. Then, there is no over paid condition. 

Thus, the basic salary must be multiplied by 70% such that the actual salary falls 

between the base salary and the peak salary. 

Managerial Implication 

Based on the discussion, SME XYZ can decrease the base salary so that all 

employees are in paid positions and there are no employees in under paid positions. 

There is no cost difference between the without classification and with 

classification methods. Based on the findings of the research, the payroll structure 

that is most suitable for application is the payroll structure without classification, 

since it is simpler to create job clusters and allows for more precise employee career 

development. 

 

CONCLUSION 

The conclusions derived from the research and analyses conducted encompass 

the subsequent findings: 

1. Through the utilization of Salary Mapping analysis on the compensation 

framework within SME XYZ it has been determined that a total of 10 job 

positions exhibit suboptimal circumstances, specifically referred to as 

Manager Area, Assistant Manager, Finance Manager, Supervisor, 

Marketing Officer, Head Chef, Chef 1 (main dish), Chef 2 (pastry), Chef 3 

(appetizer), and Head Bar. 

2. Following an analysis utilizing the job point system, the factors serving as 

the fundamental basis for salary determination at SME XYZ are ordered in 

terms of significance as Responsibility for Records and Reports, Job 

Complexity, Decision Making, Customer Service Orientation, 

Responsibility for the Equipment, Communication, Initiative, Working 

Condition, Experience, and Education. 

3. The recommended payroll structure for implementation in SME XYZ is the 

non-classification payroll structure, as it offers advantages such as 

simplified job clustering and enhanced precision in employee career 

progression. 

 

  



Widjanarko, M. V, Harahap, F. R, Latief, V. A, Brillianda, I, & Kartika, L. / Jurnal Ilmiah Wahana 

Pendidikan 9(14), 450-466 

- 464 - 

 

REFERENCES 

Ariskha, A., Yamin Siregar, M., & Isnaniah, L. K. S. (2020). The Effect Of 

Financial Compensation And Non-Financial Compensation On The 

Performance Of Employee Of PT. Jaya Beton Indonesia Branch Medan. 

Jurnal Ilmiah Manajemen Dan Bisnis (JIMBI), 1(1), 106–111. 

Balogh, G., Sipos, N., & Rideg, A. (2020). An empirical study of the internal 

factors influencing the application of compensation incentives in SMEs. 

Competitiveness Review, 31(3), 542–570. https://doi.org/10.1108/CR-01-

2020-0016 

Bank Indonesia. (2020). Laporan Perekonomian Indonesia Tahun 2020. 

BPS. (2013). Usaha Mikro Kecil. https://www.bps.go.id/subject/35/usaha-mikro-

kecil.html 

Cahya, A. D., Prabowo, V. T., & Suryawan, A. F. (2021). Pengaruh Kompensasi 

Terhadap Kepuasan Kerja Karyawan (Studi Kasus : Lancar Ponsel). Jurnal 

Daya Saing, 7(3). 

Chicago State University. (2019). Competency Dictionary. 

https://www.csu.edu/humanresources/empdev/competencyDictionary.htm 

Coordinating Ministry for Economic Affairs of Indonesia. (2022). Perkembangan 

UMKM sebagai Critical Engine Perekonomian Nasional Terus Mendapatkan 

Dukungan Pemerintah. 

Dessler, G. (2018). Human Resource Management (16th ed.). Pearson. 

Dewi, V. F. (2014). Pengaruh Kompensasi terhadap Produktivitas Kerja Pegawai 

pada Kantor Dinas Perindustrian, Perdagangan, Koperasi dan UMKM 

Samarinda. EJournal Ilmu Administrasi Bisnis, 2(2), 230–244. 

Ensmenger, N. (2016). The Multiple Meanings of a Flowchart. Information & 

Culture, 51(3), 321–351. https://doi.org/10.7560/ic51302 

Hartanto, L. T. (2019). Pengaruh Kompensasi, Motivasi dan Lingkungan Kerja 

terhadap Kinerja Karyawan UMKM Produksi Kripik Tempe di Sanan Kota 

Malang. Jurnal Ilmiah Mahasiswa FEB Universitas Brawijaya, 7(2). 

Harvard University. (2016). Harvard University Competency Dictionary. 

https://hms.harvard.edu/sites/default/files/assets/Sites/HR/files/Harvard%20

University%20Competency%20Dictionary%20FY14%20-%20final.pdf 

IRCC. (2020). Behavioural and Technical Competency Dictionary. 

https://www.canada.ca/en/immigration-refugees-

citizenship/corporate/careers/job-opportunities/competency-dictionary.html 

Kartika, L., Mutiara, S., Adiwidjaja, I. B. K. A., Muzakkir R., Muh., & Novitasari, 

A. (2022). Analisis Compensable Factors dan Perbandingan Terhadap 

Kebijakan Upah Minimum pada Sistem Kompensasi Karyawan Usaha Kecil 

Menengah. Journal of Applied Business and Economic (JABE), 9(1), 92–110. 

Kusumawardani, A., Yuliani, F., & Adianto. (2020). Pengaruh Kompensasi 

Finansial terhadap Kinerja Pegawai. Jurnal Kebijakan Publik, 11(1), 19–24. 

Law of the Republic of Indonesia no. 20/2008. (2008). Law of the Republic of 

Indonesia no. 20/2008. 

Manik, A. G., Andi, K., & Kusumawardani, N. (2021). Pengaruh partisipasi 

anggaran, kompensasi finansial dan kompensasi nonfinansial terhadap 

kinerja karyawan PT. Budi Berlian Motors di Lampung. Jurnal Studi 



Widjanarko, M. V, Harahap, F. R, Latief, V. A, Brillianda, I, & Kartika, L. / Jurnal Ilmiah Wahana 

Pendidikan 9(14), 450-466 

- 465 - 

 

Pemerintahan Dan Akuntabilitas, 1(1), 55–67. 
https://doi.org/10.35912/jastaka.v1i1.252 

Ministry of Industry of the Republic of Indonesia. (2022). Kontribusi Industri 

Makanan dan Minuman Tembus 37,77 Persen. 

https://kemenperin.go.id/artikel/23393/Kontribusi-Industri-Makanan-dan-

Minuman-Tembus-37,77-Persen 

Ministry of Tourism and Creative Economy. (2022). Menparekraf: Kuliner 

Penyumbang Terbesar Pdb Ekonomi Kreatif. 

https://pedulicovid19.kemenparekraf.go.id/menparekraf-kuliner-

penyumbang-terbesar-pdb-ekonomi-kreatif/ 

Mondy, R. W. (2008). Human Resource Management (10th ed., Vol. 2). Erlangga. 

Nasution, D. P., & Lubis, A. I. F. (2018). Peranan UKM terhadap Pertumbuhan 

Ekonomi di Indonesia. Jurnal Kajian Ekonomi Dan Kebijakan Publik, 3(2). 

National Institutes of Health. (2009). Competencies Dictionary. 

https://hr.nih.gov/working-nih/competencies/competencies-dictionary 

Naufalia, S., Darmawan, D., Jahroni, J., Anjanarko, T. S., Munir, M., & Arifin, S. 

(2022). Pengaruh Quality of Work Life,Total Kualitas Manajemen dan Stres 

Kerja terhadap Loyalitas Karyawan. Journal of Trends Economics and 

Accounting Research, 2(4), 114–120. https://doi.org/10.47065/jtear.v2i4.281 

Nursam, N. (2017). Manajemen Kinerja. Journal of Islamic Education 

Management, 2(2), 167–175. 

Okanagan College. (2015). Job Evaluation Plan Factors - BCGEU Support Staff. 

https://acm-assets.okanagan.bc.ca/digitalassetredirect/asset/did/39855 

Payscale Compensation Consultant. (2018). How To Build Pay Grades And Salary 

Ranges. https://www.humanresourcestoday.com/frs/8657741/how-to-build-

pay-grades-and-set-salary-ranges/ 

Putra, A. D. (2016). Pengaruh Kompensasi Finansial dan Non Finansial Terhadap 

Kinerja Karyawan pada PT. Infomedia Solusi Humanika (ISH) Cabang 

Malang. Jurnal Ilmiah Mahasiswa FEB Universitas Brawijaya, 4(2), 1–12. 

Putra, A. R., Hariani, M., Nurmalasari, D., Irfan, Moch., & Hakim, Y. R. Al. 

(2020). Role of Work Environment and Organizational Culture To Job 

Performance. Journal of Islamic Economics Perspectives, 1(2). 

Ramadhani, M. F. (2021). Analisis Pengaruh UMKM Sektor Perdagangan 

terhadap Pertumbuhan Ekonomi Kecamatan Lamongan Kabupaten 

Lamongan. Jurnal Ekonomi Mahasiswa (JEKMa), 2(1). 

Regina, Y., & Kartika, L. (2016). Perancangan Sistem Kompensasi Berbasis Job 

Value pada Momo Milk Barn bogor. Jurnal KOLEGIAL, 4(2). 

Sedarmayanti. (2017). Perencanaan dan Pengembangan : Sumber Daya Manusia 

untuk Meningkatkan Kompetensi, Kinerja dan Produktifitas Kerja. Refika 

Aditama. 

Siswadi, Y., & Farisi, S. (2022). Peran Kinerja Karyawan : Pengaruh Kompetensi 

dan Kompensasi pada Perusahaan Daerah Air Minum (PDAM) Tirtanadi 

Cabang HM. Yamin Medan. SEMNAS MULTIDISIPLIN ILMU, 3(1). 

Suci, A. (2017). Importance Performance Analysis Kuliner. Jurnal Ilmu Komputer 

& Bisnis, 9(1). 

Sudrartono, T., Nugroho, H., Irwanto, Agustini, I. G. A. A., Yudawisastra, H. G., 

Maknunah, lu’lu U., Amaria, H., Witi, F. L., Nuryanti, & Sudirman, A. 



Widjanarko, M. V, Harahap, F. R, Latief, V. A, Brillianda, I, & Kartika, L. / Jurnal Ilmiah Wahana 

Pendidikan 9(14), 450-466 

- 466 - 

 

(2022). Kewirausahaan UMKM di Era Digital (Vol. 1). 
www.penerbitwidina.com 

Sugiarti, E., Mukrodi, & Marayasa, I. N. (2022). Pengaruh Kompensasi dan 

Promosi Jabatan terhadap Disiplin Kerja Karyawan. SCIENTIFIC JOURNAL 

OF REFLECTION: Economic, Accounting, Management and Business, 5(4), 

1187–1194. 

Sugiyono. (2017). Metode penelitian kuantitatif, kualitatif, dan R&D. 

ALFABETA. 

Sutrisno, Herdiyanti, Asir, M., Yusuf, M., & Ardianto, R. (2022). Dampak 

Kompensasi, Motivasi dan Kepuasan Kerja terhadap Kinerja Karyawan di 

Perusahaan: Review Literature. Management Studies and Entrepreneurship 

Journal, 3(6), 3476–2482. http://journal.yrpipku.com/index.php/msej 

Widodo, D. S., & Yandi, A. (2022). Model Kinerja Karyawan: Kompetensi, 

Kompensasi dan Motivasi, (Literature Review MSDM). Jurnal Ilmu 

Multidisiplin (JIM), 1(1). https://doi.org/https://doi.org/10.38035/jim.v1i1 

Yudhistira, E. R. (2016). Pengaruh Kompensasi Terhadap Turnover Intention 

Dengan Kepuasan Kerja Sebagai Variabel Mediasi (Studi pada PG Kebon 

Agung) Oleh. Jurnal Ilmiah Mahasiswa FEB Universitas Brawijaya, 4(2). 

Zhu, S., Huang, H., & Bradford, W. (2022). The governance role of institutional 

investors in management compensation: evidence from China. Accounting 

and Finance, 62(S1), 1015–1063. https://doi.org/10.1111/acfi.12817 

Zuari, F. O., Widayani, H., & Daniel, R. D. (2013). Pengaruh Strategi Pemasaran 

terhadap Penerimaan Bersih Restoran Omah Pincuk. PESAT (Psikologi, 

Ekonomi, Sastra, Arsitektur & Teknik Sipil), 5. 
 


