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Abstract: 

The study aimed to test and analyze the effect of organizational culture, career development, 
and job satisfaction on the quality of employee work-life at the Airport Management Office 
(UPBU) of Mopah Class I Airport, Merauke. The study used a quantitative research design and 
collected data through questionnaires distributed to all 110 employees of UPBU of Mopah Class 
I Airport, Merauke. The data analysis used multiple linear regression. The findings showed that 
organizational culture, career development, and job satisfaction had a positive and significant 
effect on the quality of employee work-life. These results serve as evidence of the importance of 
fostering a supportive organizational culture, providing career development opportunities, and 
ensuring job satisfaction to improve the overall quality of employee work-life. 
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I. Introduction 
 

Air transportation services are an important part of the community’s lives, particularly 
in Papua Province (Mattioli et al., 2021; Rahim et al., 2013). Land or sea hub in Papua is still 
insufficient, making it difficult for people to travel quickly from one region to another region 
in this province (Efriandi, 2021; Fauzi et al., 2019; Kusdian, 2018). Therefore, airport services 
are important, especially in maintaining safety, security, smoothness, and order in the flow of 
aircraft traffic, passengers, and cargo; providing intra and/or intermodal transportation; and 
increasing national and regional economic growth (Umar & Nurmakkie, 2017). 

 
The Management Office (UPBU) of Mopah Class 1 Airport, Merauke is a technical 

implementing unit within the Ministry of Transportation which is under and responsible to 
the Directorate General of Civil Aviation. Airport performance can be measured through the 
number of aircraft and passengers departing and arriving at the airport. Data from Mopah 
Airport collected from the Central Bureau of Statistics of Papua Province showed that from 
2016 to 2018 there was an increase in the number of aircraft and passengers departing and 
arriving at Mopah Airport. However, in the following years from 2019 to 2020, the number of 
aircraft and passengers at Mopah Airport decreased. At the beginning to the end of 2019, 
before the flight restrictions due to the Covid-19 pandemic, the number of aircraft departing 
and arriving at Mopah Airport in Merauke decreased by 21%. In addition, the number of 
passengers departing and arriving at Mopah Airport also decreased by 25% in 2019. The 
decrease was even more significant in 2020, reaching 54%. This decrease might show a 
decrease in the performance of Mopah Airport, Merauke.  
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There are various factors of the decreasing performance of Mopah Airport, Merauke; 
one of which is the quality of employee work-life. Many previous empirical findings have 
shown that the level of quality of employee work-life is positively related to the level of 
organizational performance (Gupta & Sharma, 2011; Leitão et al., 2019; Nayak & Sahoo, 2015; 
Y. P. Singh, 2013). Quality of work-life serves as the foundation for improving employee well-
being to result in improved performance (Nayak & Sahoo, 2015). Therefore, it is important to 
examine the quality of employee work-life at the Management Office (UPBU) of Mopah Class 
I Airport, Merauke. Referring to the findings of previous researchers and the results of the 
initial survey, there are three factors that can affect the quality of employee work-life at UPBU 
of Mopah Class I Airport, Merauke: organizational culture, career development, and job 
satisfaction. 

 
A study by Harrington and Santiago (2006) showed that the two dimensions of 

organizational culture, namely hierarchical culture and rational culture, have a positive and 
significant effect on the quality of employee work-life. Organizations with a clear bureaucratic 
system which are productivity-oriented will be able to improve the quality of employee work-
life (S. J. Harrington & Santiago, 2006). Organizational culture is the basis for leaders and 
members of the organization in making plans or strategies and tactics in designing the 
organizational vision and missions to achieve organizational goals (Torang, 2014). 

 
The next factor is career development. One of the most important aspects of employee 

and organizational development is career development (Katic et al., 2017). The traditional 
model of career development is to create a career path in the organization and have a stable or 
predictable job (McDonald & Hite, 2005). As career development theory develops, career 
development is not only limited to creating a career path in the organization, but a process 
where employees and organizations work together to enhance employees' knowledge, skills, 
competencies, and attitudes that are important for their current and future jobs (Gilley et al., 
2002). 

 
The last factor is job satisfaction, which is employees’ affective or emotional response to 

various aspects of work (Kreitner & Kinicki, 2001). Employee job satisfaction is usually 
measured from various points of view using several constructs or categories because 
employees can feel satisfied with certain job elements yet dissatisfied with other job elements 
(Schmidt, 2007). Schermerhorn (2013) explains five aspects of job satisfaction, namely the job 
itself, supervisors, coworkers, promotion opportunities, and salary. The fulfilment of these 
five aspects will lead to a high level of job satisfaction (Schermerhorn, 2013). 

 
There has been numerous research on the quality of work-life, such as in the health care 

sector (An et al., 2010; Marques-Duarte & Pureza, 2019; Suhartini, 2020), education sector (O. 
P. Singh & Singh, 2015), banking industry (Halim et al., 2019; Surikha, 2016), and 
manufacturing industry (Swamy et al., 2015). However, there is still very little discussion on 
the quality of work-life in the aviation and airport sector. Previous studies such as Sarabia-
López et al. (2017) investigated the relationship between psychosocial factors and the quality 
of work-life of air traffic controllers at Ecuador Airport. There is only one study focusing on 
the factors that affect the quality of work-life in the aviation sector, namely a study by An Le 
et al. (2021).  

 
In Indonesia, research on the quality of work-life in the aviation and airport sectors is 

still very limited. Previous studies such as Jumlad and Putri (2021) examined the effect of 
work-life quality on employee engagement at PT. Avia Sejahtera Iskandar (ASI) Pangkalan
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BUN. In addition, Rompis et al. (2017) examined the effect of work life quality on employee 
performance at PT Angkasa Pura 1 (Persero), Manado. This shows a research gap, from an 
international and national level, that research on quality of work-life in the aviation and airport 
sectors is still very limited. In air transportation services, employees are expected to have 
multi-tasking skills in various positions and given excessive workloads that critically affect 
their work-life, thus directly or indirectly causing physical and mental problems (An Le et al., 
2021). Therefore, it is important to delve the factors that affect the quality of employee work-
life in the aviation and airport sector, especially employees of Mopah Class I Airport, 
Merauke.. 
 
 

II. Review of Literature  
 

2.1 Quality of Work-Life 
Quality of work-life is the extent to which an employee is satisfied with personal and 

work needs through participation in the workplace while achieving organizational goals 
(Swamy et al., 2015). Programs of quality of work-life seek to address every aspect of 
employee work-life, including the aspects related to human resource policies and strategies (B. 
Harrington & Ladge, 2009). Quality work-life generally has a positive effect on employee 
performance, which in turn will also have an effect on the organization, i.e., increased 
organizational profits (Cascio & Boudreau, 2011). Employees with higher quality of work-life 
tend to feel less job stress, allowing them to achieve improved life satisfaction (Shaffer et al., 
2016). 

 
a. Organizational Culture  

Culture permeates the entire aspects of an organization and brings a special character 
that distinguishes the organization from other organizations (Goodman et al., 2001). Many 
researchers are interested in examining organizational culture based on the belief that 
organizational culture is an important factor that affects organizational effectiveness (An et al., 
2010). The pervasiveness of organizational culture requires management to recognize the 
underlying dimensions of their organizational culture and its impact on employee-related 
variables, including satisfaction, commitment, cohesion, strategy implementation, 
performance, etc(Lund, 2003). Organizational values and culture can affect the quality of the 
organization's products and services, advertising content, pricing policies, treatment to 
employees, as well as relationships with customers, suppliers, communities, and the 
environment (Singhapakdi et al., 2015). 

 
b. Career Development  

Career development is a process to improve employees’ workplace skills to achieve the 
desired career (Sudiro, 2011). Career development is understood as continuous conditions 
(job, function, job category, and salary) that individuals have achieved along their career 

trajectory (López‐Andreu & Miquel Verd, 2013). According to Yeo and Li (2011), employees 
see their career growth and development path as a way to define their quality of work-life. 
Employees correlate quality of work-life to the aspect of time that makes them develop into 
the most valuable employees (Yeo & Li, 2011). 

 
c. Job Satisfaction  

Job satisfaction is an expression of positive emotional bonds that result from an 
employee's assessment or experience of his/her job (Locke, 1976). Empirical findings have 
shown that job satisfaction is significantly and consistently related to employees' subjective 
well-being (Judge et al., 2020). According to Chan and Wyatt (2007), employees spend a lot of 
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time and energy at work, so it is important for them to feel satisfied with their work and work-
life. 

 
2.2 Hypothesis Development 
a. Cultural Organization and Quality of Work-Life  

Organizational culture can enhance work-related identity and bring positive effects on 
other life domains, such as the quality of employee work-life (Sirgy et al., 2012). A study by 
Goodman et al. (2001) found that organizational culture that emphasizes group values tend to 
improve the quality of employee work-life. Then, Park et al. (2021) found that innovative 
culture can encourage employees to try new approaches in completing their work and bring 
positive effects on the quality of their work-life. Previous researchers have also found that 
organizational culture can positively affect the quality of employee work-life (An et al., 2010; 
Halim et al., 2019; Swamy et al., 2015; TS, 2022). Thus, the following hypothesis is formulated: 
H1: Organizational culture has a positive effect on the quality of employee work-life.  
 
b. Career Development and Quality of Work-Life 

The results of a study by Zulkarnain (2013) showed that increased career development 
leads to improved quality of work-life and improved psychological well-being. Employees who 
get career development opportunities will feel that their contributions are valued, allowing 
them to have a positive perception of the organization and improved quality of work-life 
(Zulkarnain, 2013). Some previous researchers also support the positive effect of career 
development on the quality of work-life (Rohayati & Supriati, 2020; Rose et al., 2006; 
Suhartini, 2020; Surikha, 2016). Referring to the findings of previous researchers, the 
hypothesis is formulated as follows: 
H2: Career development has a positive effect on the quality of employee work-life.  
 
c. Job Satisfaction and Quality of Work-Life  

A study by  Noor and Abdullah (2012) found that job satisfaction has a dominant effect 
on the quality of work-life compared to job engagement and job security. Organizations that 
can meet employee needs and expectations will increase employee job satisfaction, leading to a 
good quality of work-life (Rai & Verma, 2022). Some other previous researchers also found 
that job satisfaction has a positive effect on the quality of work-life (Campos & Rueda, 2017; 
Marques-Duarte & Pureza, 2019). Therefore, this study formulates the following hypothesis:  
H3: Job satisfaction has a positive effect on the quality of employee work-life. 
 
Based on the above-described theory and previous research, the research model is developed 
as follows (Figure 1). 

 

Figure 1. Research Model 
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III. Research Method 

 
This study used a quantitative approach to test and analyze the effect of the independent 

variables (organizational culture, career development, and job satisfaction) on the dependent 
variable (quality of work-life). The primary data were collected directly from the research 
location by asking the respondents of this study, namely employees of Mopah Airport, 
Merauke to fill out a questionnaire. This study used the entire population (110 employees) as 
the sample. All the observed variables were measured using instruments adapted from 
previous research, of which the details of the number of indicators and sources of 
measurement adaptation are listed in Table 1. The data analysis technique was multiple linear 
regression. In addition, the data were already tested for validity, reliability, and classical 
assumption to ensure accuracy and reliability.  

 
Table 1. Variable names, number of indicators, and adopted studiesTable 1. Names of 

variables, number of indicators, and research adopted. 

No Variable Number of 
Indicator 

Source 

1 Quality of Work Life 9 Walton (1975) 
2 Organizational Culture 18 Sunyoto (2011) 
3 Career Development 10 Busro (2018) 
4 Job Satisfaction 12 Salam (2014) 

 
 

IV. Results and Discussion 
 

Descriptive analysis was first conducted to determine the characteristics of employees at 
the Management Office (UPBU) of Mopah Class I Airport, Merauke. Based on Table 2, the 
employees were predominantly male (64.55%), had a high school education level (70.91%), fell 
in the age group of 31-40 years old (52.73%), and had a working period of 11-20 years 
(43.64%). This demographic characteristic analysis can provide valuable insight into 
organizational dynamics and potential areas for development within the airport management 
unit. 

Table 2. Respondents’ Demographic Characteristics. 

Categories Answer Alternatives 
Number of 
Respondents  

Percentages (%) 

Gender Male 71 64,55% 

 Female 39 35,45% 

Latest Education 
Level 

General/Vocational 
Senior High School  

78 70,91% 

 D III  7  6,36% 

 S1 25 22,73% 

Age 20-30 Years 13 18,82% 

 31-40 Years 58 52,73% 

 41-50 Years 32 29,09% 

 Above 51 Years 7  6,36% 

Number of Years 
Worked 

5 Years 10 9,09% 

 5-10 Years 43 39,09% 

 11-20 Years 48 43,64% 
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 Above 21 Years 9  8,18% 

 
The validity was tested using the Pearson Correlation technique. Question items are said 

to be valid if r-statistic > r-table. The r-table for N=110 with a significance of 0.05 in the 
distribution of product moment r-table was 0.1874. Based on Table 3, it can be seen that the 
r-statistics of the Pearson Correlation of each question from all the variables was > 0.1874, 
thus meeting the validity criteria. In terms of reliability, as shown in Table 3 all the variables 
had Cronbach's Alpha > 0.70. Therefore, all the variables were reliable. 

 
Table 3. Results of Validity and Reliability Test 

Dimension Indicator 
Pearson 
Correlation 

Cronbach’s 
Alpha 

Variable of Organizational Culture   0.968 
Innovation 
and Risk-
taking 

X1.1 I always make innovative ideas at 
work. 

0.747  

X1.2 I am ready for risk-taking in 
completing the work that is under my 
responsibility. 

0.847  

 X1.3 The leaders give freedom of decision-
making. 

0.752  

Outcome 
Orientation 

X1.4 I work with a focus on optimal 
results.  

0.802  

 X1.5 I always pay attention to good work 
processes to obtain optimal results. 

0.846  

 X1.6 I work as effectively as possible to 
obtain optimal results. 

0.847  

People 
Orientation 

X1.7 I always try to do my work seriously.  0.747  

 X1.8 I enjoy working because it benefits 
the organization.  

0.847  

 X1.9 I am always exapected to be 
independent in completing my work.  

0.752  

Team 
Orientation 

X1.10 I enjoy completing work in team. 0.802  

 X1.11 I try to cooperate with team 
members to obtain good results. 

0.846  

 X1.12 I am expected to be a solid and 
reliable team member. 

0.847  

Aggressivenes
s 

X1.13 I am expected to always be active in 
completing tasks and responsibilities.  

0.802  

 X1.14 I always have time discipline, so I 
can complete the work properly. 

0.846  

 X1.15 I feel happy when I get challenges at 
work.  

0.847  

Stability X1.16 I feel comfortable with the current 
condition of the organization. 

0.747  

 X1.17 I am able to prioritize the interests 
of the organization comapred to my 
personal interests. 

0.847  

 X1.18 I am always proud to be part of the 
organization. 

0.752  
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Variable of Career Development  0.950 
Career 
Certainty 

X2.1 Every employee has an opportunity 
to get promotion. 

0.894  

 X2.2 Every employee has the opportunity 
to become a leader or deputy leader.  

0.864  

 X2.3 Every employee has the opportunity 
to hold a certain position.  

0.773  

Self 
Development 

X2.4 Every employee has the opportunity 
to take part in various trainings according 
to the field of work. 

0.766  

 X2.5 Every employee has the opportunity 
to pursue education. 

0.864  

 X2.6 Every employee has the opportunity 
to attend 
seminars/discussions/workshops. 

0.773  

 X2.7 Every employee has the opportunity 
to take competency-related courses. 

0.766  

Improvement 
of 
Performance 
Quality  

X2.8 I always complete my work 
punctually.  

0.864  

X2.9 I always adhere to the rules of the 
organization. 

0.894  

 X2.10 I am always motivated to work. 0.864  
Variable of Job Satisfaction  0.961 
Financial 
Satisfaction 

X3.1 The salary system where I work is 
appropriate. 

0.912  

X3.2 The salary I receive is in accordance 
with my level of education. 

0.715  

 X3.3 The amount and type of allowance I 
receive is appropriate. 

0.852  

Physical 
Satisfaction 

X3.4 My workspace has great lighting.  0.912  

 X3.5 My workspace has great cleanliness. 0.826  
 X3.6 The work equipment is very 

complete. 
0.852  

Social 
Satisfaction 

X3.7 Fellow employees respect each 
other's individual rights. 

0.912  

 X3.8 The family atmosphere at work is 
well established. 

0.826  

 X3.9 There is a well-established 
relationship between leaders and 
subordinates. 

0.912  

Psychological 
Satisfaction 

X3.10 The comfort of my workspace is 
very adequate. 

0.715  

 X3.11 I am able to control the work stress 
that I face. 

0.826  

 X3.12 My workload is in accordance with 
my skills and competency. 

0.852  

Variable of Quality of Work-Life  0.941 
Available 
Facilities  

Y.1 I am satisfied with the facilities and 
infrastructure provided by the office. 

0.771  

Safety of Y.2 I feel supported by safe and 0.908  
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Work 
Environment  

convenient work facilities. 

Employee 
Engagement  

Y.3 I am always included by the leaders to 
come up with suggestions in making 
important decisions. 

0.780  

Adequate 
Compensatio
n 

Y.4 I feel that the reward and sanction 
system is appropriate. 

0.802  

Communicati
on 

Y.5 There is proper communication 
regarding information that needs to be 
known by all employees in each work unit. 

0.771  

Career 
development 

Y.6 I feel that I am given the opportunity 
for self-development through trainings to 
improve my knowledge and skills at work.  

0.908  

Problem 
Solving 

Y.7 I feel that whenever there is a work-
related problem or conflict with fellow 
employees, the leaders always help in the 
problem solving. 

0.780  

Job Security Y.8 I feel satisfied with my work so far.  0.802  
Company 
pride 

Y.9 I am proud to work at the UPBU of 
Mopah Class 1 Airport, Merauke. 

0.908  

 
Furthermore, the classical assumption test consisted of normality, multicollinearity, and 

heteroscedasticity tests. The normality test used the One-Sample Kolmogorov-Smirnov 
method. Based on Table 4, the significance of Kolmogorov Smirnov was 0.402 > 0.05. 
Therefore, it can be concluded that the research data had normal distribution. Multicollinearity 
can be assessed from the tolerance and Variance Inflation Factor (VIF). If the tolerance is 
>0.1 and VIF is <10, there is no multicollinearity. As seen in Table 4, there was no tolerance 
<0.1 and VIF >10. Thus, there was no multicollinearity between the independent variables in 
this research model. In this study, the heteroscedasticity test was carried out with the Glejser 
test. Based on the test results (Table 4), all the variables had significance > 0.05. Therefore, 
there was no heteroscedasticity in the research data. 

 
 Table 4. Results of Classical Assumption Test 

Normality Test  
Multicollinearity 

Test 
Heteroscedasticity 

Test 
Kolmogorov 

Smirnov 
Asymp. 

Sig 
Variable Tolerance VIF t 

Value 
of Sig 

0,893 0,402 

Organizational 
Culture 

0,704 1,420 -0,418 0,677 

Career 
Development 

0,754 1,326 -0,146 0,884 

Job Satisfaction 0,575 1,740 -0,424 0,672 

 
After the criteria for validity, reliability, and classical assumptions had been met, the next 

step was to carry out multiple linear regression. Based on Table 5, the three independent 
variables were shown to have a positive and significant effect on the quality of employee 
work-life, so the first (H1), second (H2), and third hypotheses (H3) were supported. This is 
based on the t-statistic of the effect of all the independent variable (>1.659) and significance 
(<0.05). Organizational culture, career development, and job satisfaction had a positive effect 
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on the quality of employee work-life at the Management Office (UPBU) of Mopah Class I 
Airport, Merauke. 

 
Table 5. Results of Multiple Linear Regression 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 11,076 1,587   6,979 0,000 
Organizational Culture 0,122 0,018 0,363 6,811 0,000 

 Career Development 0,221 0,031 0,372 7,221 0,000 
 Job Satisfaction 0,218 0,033 0,385 6,525 0,000 

 Adjusted R Square 0,782     

a. Dependent Variable: Quality of Work Life 
 

Organizational culture was proven to have a positive effect on the quality of employee 
work-life, supporting previous research including An et al. (2010), Halim et al. (2019), Swamy 
et al. (2015), and TS (2022). This means that the better the implementation of organizational 
culture, the better the quality of employee work-life. The culture, in the form of innovation 
and risk-taking, among the employees of UPBU at Mopah Class I Airport, Merauke affected 
their attitudes and behavior to make innovations and innovative ideas at work. In addition, the 
employees were willing to take risks in relation to their responsibility; they were also given 
decision-making freedom by the leadership members. This supports the findings of Park et al. 
(2021) that innovative culture is an important factor in improving the quality of employee 
work-life in public sector.   

 
Furthermore, with the implementation of people-orientated culture, employees will feel 

that the organization cares about their work-life, thus increasing their perception of the quality 
of work-life. This is in line with a statement by Koonmee et al. (2010) that, when an 
organization creates an environment that allows employees to behave and act consistently with 
their ethical values and policies, it can lead to higher quality of work life. This study also 
supports the findings of An et al. (2010) that employees who work in an organization that has 
culture of cohesion and emphasizes on the importance of interpersonal relationships have 
better quality of work-life.  

 
Career development was also proven to have a positive effect on the quality of 

employee work-life, thus supporting previous researchers including Zulkarnain (2013), 
Rohayati and Supriati (2020), Rose et al. (2006), Suhartini (2020), and Surikha (2016). This 
means that the better the career development, the better the quality of employee work-life; the 
poorer the career development, the lower the quality of employee work-life.  

 
Based on the results of the descriptive analysis, the self-development indicator obtained 

the highest mean score compared to the other indicators. Every employee at UPBU of Mopah 
Class I Airport, Merauke had the same opportunity to take part in various trainings, seminars, 
and competency courses that are in accordance with their work; they were also given the 
opportunity to pursue education. With these self-development opportunities, employees will 
have improved quality of work-life. This result supports the findings of Astuti and Soliha 
(2021) that employee self-development programs will reflect a quality work-life which in turn 
can improve employee performance. A study by TS (2022) found that career development, 
with its indicators, including training programs and employee competency development, is an 
important factor that measures the quality of employee work-life.  
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Furthermore, this study also showed that job satisfaction had a positive effect on the 
quality of employee work-life, thus supporting previous research includingCampos and Rueda 
(2017), Marques-Duarte and Pureza (2019). This means that the higher the job satisfaction, the 
better the quality of employee work-life. Based on the results of the descriptive analysis, the 
job satisfaction indicators that obtained the highest mean score were financial satisfaction and 
physical satisfaction. The employees of UPBU at Mopah Class I Airport, Merauke were 
satisfied with their jobs because the organization gave them appropriate salaries and benefits. 
In addition, the working environment conditions supported effective work activities such as 
good lighting conditions, clean work space, as well as complete and adequate work equipment. 
Both sufficient financial gain and adequate working conditions improve the quality of 
employee work-life. 

 
Mosadeghrad (2013) in his research explained that if employees are given excess 

workloads yet the salary is not sufficient, the employees might experience job stress, causing 
them to have poor quality of work-life. The financial gain received by employees are a very 
important aspect that increases the level of quality of work-life (Sinha, 2012). A meta-analysis 
study conducted by Judge et al. (2010) found that there is a simple correlation of salary level 
and overall job satisfaction. Salary can increase the value of work identity, thus contributing to 
positive self-evaluation at work and subjective well-being (Judge et al., 2010; Sirgy et al., 2012). 
Fulfilment of employees' economic needs such as adequate salary will lead to a high quality of 
work-life (Chan & Wyatt, 2007). In addition, a good quality of work-life can be achieved if the 
employees are given safe and healthy work environment (Rose et al., 2006). 
 
 

 V. Conclusion 
 

The findings of this study have shown that organizational culture, career development, 
and job satisfaction positively affect the quality of employee work-life at the Management 
Office of Mopah Class I Airport, Merauke. More specifically, a well-implemented 
organizational culture that can foster innovation, risk-taking, and people-oriented culture 
significantly improves employee work-life. Career development also plays an important role, in 
which better opportunities lead to a higher quality of work-life. Besides, job satisfaction, 
particularly financial and physical satisfaction, has a significant contribution to the quality of 
work-life. Improving organizational culture, career development, and job satisfaction are 
important strategies to improve the quality of employee work-life. 

To improve the quality of employee work-life, it is important that the leadership of the 
Management Office at Mopah Class I Airport, Merauke incorporate the philosophy of quality 
of work-life in the decision and policy making, by ensuring that the decision and policy reflect 
the employees’ needs and aspirations. In addition, it is also important to pay greater attention 
to providing career certainty for employees and motivating them to continuously improve 
their skills and contribute to organizational success. It is recommended that future researchers 
explore different research variables apart from those already used in this study. 

 

 
References 

 
An, J.-Y., Yom, Y.-H., & Ruggiero, J. S. (2010). Organizational Culture, Quality of Work Life, 

and Organizational Effectiveness in Korean University Hospitals. Journal of Transcultural 
Nursing, 22(1), 22–30. https://doi.org/10.1177/1043659609360849 

An Le, T. H., Trang Nguyen, T. M., Trinh, T. A., & Phuong Nguyen, T. H. (2021). Factors 
Affecting Quality of Working Life: A Study On Front-line Employees In Vietnamese 



 

214 
 

Aviation Sector. Transportation Research Procedia, 56, 118–126. 
https://doi.org/10.1016/j.trpro.2021.09.014 

Astuti, J. P., & Soliha, E. (2021). The Effect Of Quality Of Work Life And Organizational 
Commitment On Performance With Moderation Of Organizational Culture: Study On 
Public Health Center Puskesmas In Gabus District. International Journal of Social and 
Management Studies, 2(6), 89–99. 

Busro, M. (2018). Teori-teori manajemen sumber daya manusia. Prenada Media. 
Campos, M. I. de, & Rueda, F. J. M. (2017). Effects of organizational values on quality of 

work life. Paidéia (Ribeirão Preto), 27(67), 65–75. 
Cascio, W., & Boudreau, J. (2011). The Future of Human Resource Management Special 

Issue. Organizational Dynamics, 40(4), 243–334. 
Chan, K. A. W. A. I., & Wyatt, T. A. (2007). Quality of Work Life: A Study of Employees in 

Shanghai, China. Asia Pacific Business Review, 13(4), 501–517. 
https://doi.org/10.1080/13602380701250681 

Efriandi, T. (2021). Spatial access to health care: a case study on community health centers in 
Asmat District, Papua, Indonesia. Journal of Public Health Policy, 42(1), 113–126. 
https://doi.org/10.1057/s41271-020-00267-6 

Fauzi, F. Z., Murti, A. A. G. B., Imamah, L. A., & Hapsari, N. (2019). Infrastructure 
Development in Papua: Features and Challenges. Policy & Governance Review, 3(3), 225–
243. 

Gilley, J. W., Eggland, S. A., & Gilley, A. M. (2002). Principles of human resource development. 
Cambridge: Perseus Books. 

Goodman, E. A., Zammuto, R. F., & Gifford, B. D. (2001). The competing values framework: 
Understanding the impact of organizational culture on the quality of work life. 
Organization Development Journal, 19(3), 58–68. 

Gupta, M., & Sharma, P. (2011). Factor credentials boosting quality of work life of BSNL 
employees in Jammu region. Asia Pacific Journal of Research in Business Management, 2(1), 79–
89. 

Halim, A., Hartini, S., & Manurung, Y. S. (2019). Quof work life (QWL) in terms of 
Organizational culture on employees at PT. Bank Mayapada International, Tbk Medan 
City. Jurnal Psikologi Universitas HKBP Nommensen, 6(1), 1–9. 

Harrington, B., & Ladge, J. (2009). Present dynamics and future directions for organizations. 
Organizational Dynamics, 38(2), 148–157. 

Harrington, S. J., & Santiago, J. (2006). Organizational culture and telecommuters’ quality of 
work life and professional isolation. Communications of the IIMA, 6(3), 1–10. 

Judge, T. A., Piccolo, R. F., Podsakoff, N. P., Shaw, J. C., & Rich, B. L. (2010). The 
relationship between pay and job satisfaction: A meta-analysis of the literature. Journal of 
Vocational Behavior, 77(2), 157–167. https://doi.org/10.1016/j.jvb.2010.04.002 

Judge, T. A., Zhang, S. C., & Glerum, D. R. (2020). Job satisfaction. In V. I. Sessa & N. A. 
Bowling (Eds.), Essentials of job attitudes and other workplace psychological constructs (pp. 207–
241). London: Routledge. 

Jumlad, W., & Putri, C. K. (2021). Pengaruh Kualitas Kehidupan Kerja (Quality Of Work 
Life) Terhadap Keterikatan Kerja Pada Karyawan PT. Avia Sejahtera Iskandar (ASI) 
Pangkalan BUN. Jurnal Manajemen Dirgantara, 14(1), 1–8. 

Katic, I., Ivanisevic, A., Grubic-Nesic, L., & Penezic, N. (2017). Effects of Sociodemographic 
Characteristics and Personality Traits on Career Development. The International Journal of 
Aging and Human Development, 87(2), 201–216. 
https://doi.org/10.1177/0091415017743008 

Koonmee, K., Singhapakdi, A., Virakul, B., & Lee, D.-J. (2010). Ethics institutionalization, 
quality of work life, and employee job-related outcomes: A survey of human resource 
managers in Thailand. Journal of Business Research, 63(1), 20–26. 



 

215 
 

https://doi.org/10.1016/j.jbusres.2009.01.006 
Kreitner, R., & Kinicki, A. (2001). Organizational Behavior (15th ed.). McGraw-Hill Companies. 
Kusdian, R. D. (2018). The Problem of Transportation Infrastructure Development in Papua 

Region Indonesia. Journal of Sustainable Development, 11(5), 277–287. 
https://doi.org/10.5539/jsd.v11n5p277 

Leitão, J., Pereira, D., & Gonçalves, Â. (2019). Quality of Work Life and Organizational 
Performance: Workers’ Feelings of Contributing, or Not, to the Organization’s 
Productivity. In International Journal of Environmental Research and Public Health (Vol. 16, 
Issue 20, pp. 1–18). https://doi.org/10.3390/ijerph16203803 

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), 
Handbook of industrial and organizational psychology (pp. 1297–1343). Chicago: Rand McNally. 

López‐Andreu, M., & Miquel Verd, J. (2013). Employer strategies, capabilities and career 
development: two case studies of Spanish service firms. International Journal of Manpower, 
34(4), 345–361. https://doi.org/10.1108/IJM-05-2013-0094 

Lund, D. B. (2003). Organizational culture and job satisfaction. Journal of Business & Industrial 
Marketing, 18(3), 219–236. https://doi.org/10.1108/0885862031047313 

Marques-Duarte, M. S., & Pureza, D. Y. da. (2019). Association between job satisfaction and 
workers’ quality of life in a public maternity hospital in the far north of Brazil. Revista 
Brasileira de Saúde Materno Infantil, 19(3), 723–732. https://doi.org/10.1590/1806-
93042019000300013 

Mattioli, G., Morton, C., & Scheiner, J. (2021). Air Travel and Urbanity: The Role of 
Migration, Social Networks, Airport Accessibility, and ‘Rebound.’ Urban Planning, 6(2), 
232–245. https://doi.org/10.17645/up.v6i2.3983 

McDonald, K. S., & Hite, L. M. (2005). Reviving the Relevance of Career Development in 
Human Resource Development. Human Resource Development Review, 4(4), 418–439. 
https://doi.org/10.1177/1534484305281006 

Mosadeghrad, A. M. (2013). Quality of working life: an antecedent to employee turnover 
intention. International Journal of Health Policy and Management, 1(1), 43–50. 
https://doi.org/10.15171/ijhpm.2013.07 

Nayak, T., & Sahoo, C. K. (2015). Quality of Work Life and Organizational Performance: The 
Mediating Role of Employee Commitment. Journal of Health Management, 17(3), 263–273. 
https://doi.org/10.1177/0972063415589236 

Noor, S. M., & Abdullah, M. A. (2012). Quality Work Life among Factory Workers in 
Malaysia. Procedia - Social and Behavioral Sciences, 35, 739–745. 
https://doi.org/10.1016/j.sbspro.2012.02.144 

Park, S., Lee, H. J., & Park, S. M. (2021). Research on the determinants of public employees’ 
quality of work life: relocation of Korean government agencies to Sejong City. 
International Review of Public Administration, 26(4), 390–420. 
https://doi.org/10.1080/12294659.2022.2028708 

Rahim, J., Jinca, M. Y., Wunas, S., & Kasnawi, T. (2013). Effectiveness of Perintis Air 
Transportation System In Papua Island of Indonesia. International Refereed Journal of 
Engineeering and Scince (IRJES), 2(1), 30–35. 

Rai, G. D., & Verma, S. (2022). Quality of work life, fear of COVID-19, job satisfaction, and 
commitment: a moderated mediation model. International Journal of Productivity and 
Performance Management, ahead-of-p(ahead-of-print). https://doi.org/10.1108/IJPPM-10-
2021-0578 

Rohayati, T., & Supriati, Y. (2020). Dampak Perubahan Pemberdayaan dan Pengembangan 
Karir terhadap Kualitas Kehidupan Kerja Pada PT Reasuransi Indonesia Utama 
(Persero). Prosiding Seminar Nasional Pascasarjana, 1(01), 238–248. 

Rompis, A., Tumbel, A. L., & Sendow, G. (2017). Pengaruh Kualitas Kehidupan Kerja, 
Kompetensi, Dan Insentif Terhadap Kinerja Karyawan Pt Angkasa Pura 1 (Persero) 



 

216 
 

Cabang Manado. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 
5(3), 4295–4305. 

Rose, R. C., Beh, L., Uli, J., & Idris, K. (2006). An analysis of quality of work life (QWL) and 
career-related variables. American Journal of Applied Sciences, 3(12), 2151–2159. 

Salam, A. (2014). Manajemen Sumber Daya Insan. Cirebon: Stain Press. 
Sarabia-López, L. E., Colunga Rodríguez, C., Mercado, A., Pando Moreno, M., Preciado 

Serrano, M. de L., Calderón Mafud, J. L., Albán Pérez, G. G., León Navarrete, M. M., & 
Sarabia Cruz, D. V. (2017). Association between Psychosocial Risk Factors and Quality 
of Work Life in air traffic controllers at an Ecuador airport. Psychology, 8, 1471–1481. 
https://doi.org/10.4236/psych.2017.810097 

Schermerhorn, J. R. (2013). Introduction to Management. John Wiley & Sons Singapore Pre. Ltd. 
Schmidt, S. W. (2007). The relationship between satisfaction with workplace training and 

overall job satisfaction. Human Resource Development Quarterly, 18(4), 481–498. 
https://doi.org/10.1002/hrdq.1216 

Shaffer, M. A., Sebastian Reiche, B., Dimitrova, M., Lazarova, M., Chen, S., Westman, M., & 
Wurtz, O. (2016). Work- and family-role adjustment of different types of global 
professionals: Scale development and validation. Journal of International Business Studies, 
47(2), 113–139. https://doi.org/10.1057/jibs.2015.26 

Singh, O. P., & Singh, S. K. (2015). Quality of work life of teachers working in higher 
educational institutions: A strategic approach towards teacher’s excellence. International 
Journal, 3(9), 180–186. 

Singh, Y. P. (2013). Quality of Work Life and its Impact on Organizational Performance. Asia 
Pacific Journal of Management & Entrepreneurship Research, 2(1), 240–246. 
https://www.proquest.com/scholarly-journals/quality-work-life-impact-on-
organizational/docview/1321931777/se-2?accountid=13771 

Singhapakdi, A., Lee, D.-J., Sirgy, M. J., & Senasu, K. (2015). The impact of incongruity 
between an organization’s CSR orientation and its employees’ CSR orientation on 
employees’ quality of work life. Journal of Business Research, 68(1), 60–66. 
https://doi.org/10.1016/j.jbusres.2014.05.007 

Sinha, C. (2012). Factors affecting quality of work life: Empirical evidence from Indian 
organizations. Australian Journal of Business and Management Research, 1(11), 31–40. 

Sirgy, M. J., Reilly, N. P., Wu, J., & Efraty, D. (2012). Review of Research Related to Quality of Work 
Life (QWL) Programs BT - Handbook of Social Indicators and Quality of Life Research (K. C. 
Land, A. C. Michalos, & M. J. Sirgy (eds.); pp. 297–311). Springer Netherlands. 
https://doi.org/10.1007/978-94-007-2421-1_13 

Suhartini, Y. (2020). Pengaruh Kompensasi dan Pengembangan Karir terhadap Quality of 
Work Life pada Perawat Rumah Sakit di Kota Yogyakarta. Akmenika: Jurnal Akuntansi 
Dan Manajemen, 17(2), 454–472. 

Sunyoto, D. (2011). Perilaku Organisasi. Yogyakarta: CAPS. 
Surikha, F. (2016). Pengaruh Kompensasi dan Pengembangan Karir terhadap Kinerja Pegawai 

dengan Quality of Work Life (QWL) sebagai Faktor Pemoderasi di PT. Bank BNI 
Syariah Kantor Cabang Bekasi. Jurnal Citra Widya Edukasi, 8(2), 109–121. 

Swamy, D. R., Nanjundeswaraswamy, T. S., & Rashmi, S. (2015). Quality of work life: scale 
development and validation. International Journal of Caring Sciences, 8(2), 281. 

Torang, S. (2014). Organisasi dan Manajemen (Perilaku, Struktur, Budaya, dan. Perubahan Organisasi). 
Bandung: Alfabeta. 

TS, N. (2022). Nurses quality of work life: scale development and validation. Journal of Economic 
and Administrative Sciences, 38(2), 371–394. https://doi.org/10.1108/JEAS-09-2020-0154 

Umar, S. H., & Nurmakkie, P. K. (2017). 1. Evaluasi Sistem Manajemen Keselamatan (Safety 
Management System) Di Bandar Udara Internasional Adi Soemarmo Boyolali. Jurnal 
Manajemen Dirgantara, 10(1), 5–15. 



 

217 
 

Walton, R. E. (1975). Criteria for quality of work lif. In L. E. Davis (Ed.), Quality of working life: 
problems, projects and the state of the art (pp. 91–104). New York: Macmillian. 

Yeo, R. K., & Li, J. (2011). Working out the quality of work life. Human Resource Management 
International Digest, 19(3), 39–45. https://doi.org/10.1108/09670731111125952 

Zulkarnain, A. (2013). The mediating effect of quality of work life on the relationship between 
career development and psychological well-being. International Journal of Research Studies in 
Psychology, 2(3), 67–80. 

 


