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Abstract. Employees are a crucial resource that drives a company's growth and
success. Therefore, ensuring their job satisfaction is essential. Companies across
various sectors—including government agencies, plantations, logistics, and
banking—struggle with job satisfaction issues. One such organization facing a
decline in employee job satisfaction is BJB University. Strategies such as im-
proving promotion opportunities and enhancing the work environment can be
implemented to address this. This study employs a quantitative research ap-
proach, utilizing a saturated sampling technique with 43 participants. Data anal-
ysis was conducted using Structural Equation Modeling (SEM) with Partial Least
Square (PLS) through SmartPLS software version 4.0. The hypothesis testing re-
sults indicate that promotion opportunities and the work environment signifi-
cantly influence employee job satisfaction. Based on these findings, the author
recommends that companies enhance job satisfaction by ensuring fair promo-
tional opportunities, fostering positive relationships between employees and their
superiors, and implementing adequate supervision. Improved job satisfaction will
ultimately lead to better task performance and increased productivity.

Keywords: BJB University, Promotion, Work Environment, Work Satisfaction,
Bank.

1 Introduction

Human resource management is a key factor in an organization's success and is crucial
in various sectors to achieve its goals [1], [2]. A company's sustainability depends on
its ability to seize opportunities and mitigate environmental threats by maximizing its
available resources. Human resources are essential for managing other company assets
effectively [3].

The availability of high-quality human resources is an invaluable asset for any com-
pany [4]. As integral components of an organization, employees have the right to well-
being and a comfortable work environment. The company can regulate their needs and
job satisfaction. Job satisfaction occurs when an individual's needs are met, influencing

their attitude and motivation. It is closely linked to employees' perceptions of the re-
wards they expect to receive in return for their efforts [5]. To achieve organizational
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objectives, a motivated workforce is essential. However, companies often fail to ad-
dress all necessary factors to ensure employee job satisfaction [6].

Job satisfaction is one of managers' most complex challenges when managing their
employees. It refers to an employee's overall attitude toward their work—when em-
ployees have a positive perception of their job, they experience job satisfaction,
whereas a negative perception leads to dissatisfaction. Job satisfaction has been exten-
sively studied worldwide due to its significance in employee management. Research on
job satisfaction has been conducted in Switzerland [7], Canada [8], and China [9]. Stud-
ies on job satisfaction have also been conducted in Indonesia, including those at State-
Owned Enterprises (BUMN). Research by [10] found that strong leadership plays a
crucial role in decision-making and providing motivation to enhance employee satis-
faction.

Beyond BUMN, job satisfaction research has also been conducted in various indus-
tries, such as plantations [11], logistics and expeditions [12], and banking [13]. Addi-
tionally, support from supervisors and colleagues is a critical factor influencing em-
ployee satisfaction [14].

This issue is also evident at BJB University Bandung, an institution focused on bank-
ing education and human resource development for Bank BJB. Findings from a prelim-
inary questionnaire (Table 1) indicate that employees at BJB University experience dis-
satisfaction in certain aspects of their jobs, highlighting the need for further analysis
and improvement.

Table 1. Job Satisfaction in BJB University Employees 2024

Question Extremely No Satisfied | Satisfied | Very
not Satisfied | Satisfied | Enough Satisfied

Proper job placement that

aligns with  employees' 10% 36.7% 33.3% 13.3% 6.7%

skills.

Salary received employee 13.3% 20% | 233% | 30% 13.3%

can fulfill need

Social Support provided by

the supervisor through su- 6.7% 26.7% 46.7% 16.7% 3.3%

pervision

Have good social connec- 0% 30% | 36.7% | 23.3% 10%

tions with coworkers

Opportunity to get a promo- 20% 267% | 40% | 6.7% 6.7%

tion position

Proper job placement that

aligns with  employees' 10% 36.7% 33.3% 13.3% 6.7%

skills.

Salary received employee 13.3% 20% | 233% | 30% 13.3%

can fulfill need
Social Support
provided by the supervisor 6.7% 26.7% 46.7% 16.7% 3.3%
through supervision

Have good social connec-
tions with coworkers

0% 30% 36.7% 23.3% 10%
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Opportunity to get a promo-
tion position
Source: Author’s Work

20% 26.7% 40% 6.7% 6.7%

The preliminary study on job satisfaction at BJB University reveals several critical is-
sues affecting employees' workplace experience. The main sources of dissatisfaction
stem from limited career advancement opportunities, inadequate social support from
superiors, and misaligned job placements that do not match employees' skills. These
factors contribute to decreased motivation and engagement, potentially leading to
higher turnover intentions. Research suggests that when employees experience greater
job satisfaction, their likelihood of leaving the organization decreases [15]. In the case
of BJB University, addressing these concerns by implementing fair promotion systems,
fostering supportive leadership, and ensuring proper job-role alignment could enhance
employee retention and overall organizational performance. The data table further il-
lustrates the extent of these issues, highlighting the urgency of improving job satisfac-
tion to create a more positive and productive work environment.

Table 2. The Turnover of BJB Employee University

Year Number of Employees Number of Employees who experience Turnover
2020 47 5
2021 60 6
2022 43 4

Source: Author’s Work

The data from Table 2 further reinforces the author's suspicion that job satisfaction is-
sues contribute to fluctuations in employee turnover at BIB University. One of the key
factors influencing job satisfaction is promotion, which plays a crucial role in employee
retention and motivation. Promotion refers to an upward movement within an organi-
zation, granting employees greater authority, responsibility, and improved benefits, in-
cluding higher status and income [16]. According to [17], promotion is a form of posi-
tive career development, recognizing employees for their outstanding performance as
evaluated by their superiors. It also represents a reward for their contributions and
achievements within the company. Effective human resource development can be
achieved through various means, including structured promotion pathways [18]. When
employees perceive clear opportunities for career advancement, they feel valued,
needed, and acknowledged, which in turn enhances their productivity and job satisfac-
tion. To address employee dissatisfaction, companies should implement transparent
promotion systems based on standardized performance evaluations [19].

The function of training and development in human resource management is to pre-
pare employees for career advancement by enhancing their skills and abilities. One of
the key objectives companies strive to achieve is increasing promotion opportunities,
as career advancement plays a crucial role in employee productivity [20]. In addition
to promotions, companies may implement demotions as part of their workforce devel-
opment strategies, allowing employees to gain diverse work experiences. Clear career
progression opportunities encourage employees to contribute ideas and actively support
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the company's goals. However, promotions should be granted based on merit, requiring
employees to possess superior qualifications compared to other candidates.

According to an interview conducted in 2024 with Zuma, an operational officer at
BIJB University, employees frequently experience job rotations each year, yet opportu-
nities for promotion remain limited. While BJB University facilitates career progres-
sion from entry-level to mid-level positions, its current promotion policies do not fully
align with employees’ career aspirations. Employees seek job stability and upward mo-
bility that reflects their growing expertise, responsibilities, and contributions. The lack
of sufficient promotion opportunities has led to dissatisfaction, as career growth should
not only be measured by tenure but also by skill enhancement and increasing profes-
sional responsibilities [21].

Effective human resource management is essential for a company to achieve its
goals. One crucial approach to managing human resources is providing a conducive and
comfortable work environment for all divisions within the company. Workplace facil-
ities must align with employee needs to ensure job satisfaction. Employee job satisfac-
tion is achieved when key satisfaction factors are adequately met. In this regard, the
work environment becomes critical, directly influencing employees' performance and
productivity. A well-structured work environment enables employees to carry out tasks
efficiently while fostering creativity and innovation [22].

The work environment encompasses various elements, including social interactions
among employees and superiors, job types, working hours, workspace conditions, and
occupational health factors [23]. According to [24], the work environment includes
physical and non-physical aspects impacting employee performance. A conducive
work environment fosters enthusiasm, motivation, and job satisfaction, ultimately im-
proving employee well-being. Furthermore, a well-maintained work environment en-
hances work quality, reduces stress, and promotes a positive work ethic and institutional
reputation [25].

At BJB University in Bandung, low job satisfaction among employees remains a
pressing issue. The company should implement structured promotion opportunities and
establish a supportive and comfortable work environment to address this. This study
formulates the following research questions: (1) Does promotion influence job satisfac-
tion? (2) Does the work environment affect job satisfaction? (3) Do promotion oppor-
tunities and the work environment jointly impact job satisfaction?

2 Methods

This study examines the influence of promotion opportunities and the work environ-
ment on employee job satisfaction. The research focuses on employees at BJB Univer-
sity in Bandung. A quantitative research method was employed, involving a total pop-
ulation of 43 employees. The study utilized a saturated sampling technique, meaning
all 43 employees were included as respondents. Partial Least Squares (PLS) were used
to analyze the data, with SmartPLS 4.0 software for Windows assisting in the statistical
analysis.
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3 Results and Discussion

The results of this study examine the impact of promotion opportunities and the work
environment on employee job satisfaction at BJB University. The analysis used Struc-
tural Equation Modeling-Partial Least Squares (SEM-PLS) to test the relationships be-
tween these variables and assess their significance in influencing job satisfaction.

3.1 Convergent Validity Test

The evaluation of individual item reliability in this study was conducted using the
standardized loading factor, representing the strength of the correlation between each
indicator and its respective construct. A loading factor value above 0.70 is considered
ideal, indicating strong validity as an indicator measuring the construct. However, load-
ing values ranging from 0.50 to 0.60 are deemed acceptable in the initial stages of scale
development. The higher the loading factor, the more significant its role in interpreting
the factor matrix. Additionally, the study employed the Average Variance Extracted
(AVE) as a criterion for assessing convergent validity, which was calculated using a
specific formula to ensure the adequacy of the construct measurement.

Table 3. Construct Reliability and Validity Values

Cronbach’s Rho-A | Composite Re- | Average Vari-
Alpa alibility ance Extracted
(AVE)
Promotion 0,971 0,972 0,975 0,831
Work Environment 0,958 0,962 0,967 0,831
Job Satisfaction 0,972 0,974 0,976 0,801

Source: Author’s Work

All indicators from each variable, promotion, environment work, and satisfaction, have
their average variance extracted (AVE) above 0.5, so it is known that all indicators of
promotion, environment work, and satisfaction are valid indicators for measuring re-
spective constructs/variables.

3.2  Discriminant Validity Test

This test aims to determine whether a construct's indicators are highly correlated with
their respective constructs while maintaining a low correlation with indicators of other
constructs. Discriminant validity is evaluated by analyzing cross-loading values, which
measure the correlation between latent variables and their respective indicators. Sup-
pose a construct correlates more with its measurement items than with other constructs.
In that case, it indicates that the latent construct predicts its measurement indicators
better than those of different constructs. Another approach to assessing discriminant
validity is by comparing the square root of the Average Variance Extracted (AVE) for
each construct with the correlation values between that construct and other constructs
[26].
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Table 4. Cross Loading

Job Satisfaction (Y) Environment Work (X2) Promotion (X1)
KKl 0.921 0.898 0.879
KK2 0.942 0.897 0.895
KK3 0.947 0.923 0.895
KK4 0.898 0.896 0.841
KK5 0.905 0.858 0.895
KK6 0.921 0.899 0.889
KK7 0.896 0.838 0.857
KK8 0.861 0.794 0.799
LK1 0.843 0.866 0.829
LK2 0.768 0.800 0.753
LK3 0.895 0.938 0.850
LK4 0911 0.943 0.907
LK5 0.910 0.960 0.907
LK6 0.920 0.952 0.886
Pl 0.868 0.832 0.889
P2 0.907 0.897 0.922
P3 0.844 0.837 0.892
P4 0.843 0.830 0.917
P5 0.862 0.879 0.922
P6 0.814 0.799 0.884
P7 0.905 0.876 0.911
P8 0.893 0.879 0.933
P9 0.879 0.858 0.915
P10 0.696 0.709 0.752

Source: Author’s Work

The P1-P10 indicators correlate more strongly with the promotion variable (X;) than
other variables. Similarly, the LK1-LK6 indicators correlate more strongly with the job
satisfaction variable (Y) than other variables. Compared to different variables, the
higher cross-loading values of these indicators with their respective variables confirm
that the study has successfully met the criteria for discriminant validity.

3.3  Composite Validity Test

The construct reliability test is conducted to ensure the instrument's accuracy, con-
sistency, and precision when measuring the construct. While Cronbach’s alpha is often
used for reliability testing, it tends to produce lower values; therefore, composite relia-
bility is recommended as a more reliable measure. A composite reliability value above
0.70 is considered acceptable for confirmatory studies. In contrast, values between 0.60
and 0.70 are still sufficient for exploratory research [27]. The following are the compo-
site reliability values obtained in this study.

Table 5. Composite Realibility

Composite Realibility Cronbach’s Alpa
Promotion 0,975 0,971
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Work Environment 0,967 0,958
Job Satisfaction 0,976 0,972

Source: Author’s Work

All indicators for each variable—work motivation, compensation, and employee per-
formance—demonstrate good reliability, indicating that these variables are reliable
measurement tools.

3.4  The Analysis of R-Square

The R-squared value in PLS-SEM analysis assesses the model's explanatory power. It
indicates the proportion of variance in the endogenous latent variable explained by ex-
ogenous variables. According to [28], R-Square values of 0.75, 0.50, and 0.25 suggest
that the model has strong, moderate, or weak predictive power, respectively. Addition-
ally, the Stone-Geisser Q-Square test evaluates the model’s predictive relevance, while
the t-test assesses the significance of path coefficients within the structural model. A
higher R-Square value suggests a more significant influence of exogenous variables on
the dependent variable, reinforcing the model's goodness of fit.

Table 6. R Square Value

R Square
Job Satisfaction 0.945

Source: Author’s Work

The R? value of 0.945 for the endogenous job satisfaction (Y) construct indicates the
model has strong explanatory power. This means that 94.5% of the variance in job sat-
isfaction is explained by the constructs of promotion and work environment, while
other factors outside the model influence the remaining 5.5%. Such a high R? value
suggests that promotion and work environment are crucial in shaping employee job
satisfaction at BJB University. This finding reinforces the importance of strategic hu-
man resource management practices, particularly regarding career advancement oppor-
tunities and creating a conducive work environment.

3.5 Stone Geisser Test (Q2)

The Stone-Geisser Q? test is used to evaluate the predictive relevance of the structural
model for the endogenous latent variable. This test is conducted using the blindfolding
procedure in PLS-SEM. Q? value greater than 0 indicates the model has predictive rel-
evance, meaning it can effectively predict the observed indicators of the endogenous
latent variables. Conversely, if Q? is less than 0, it suggests that the model lacks predic-
tive relevance. A higher Q? value strengthens the argument that the model provides
valuable insights into the relationship between promotion, work environment, and job
satisfaction at BJB University
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Table 7. Stone Geisser Test (Q2)

Construct Q2 Information

Job Satisfaction (Y) 0.938 >0
Source: Author’s Work

The blindfolding procedure results show that the Q? value is greater than 0, confirming
that the endogenous variable—employee job satisfaction (Y)—is well-constructed.
This indicates that the research model has predictive relevance, meaning that the pro-
motion and work environment constructs effectively explain and predict variations in
employee job satisfaction at BJB University. The positive Q? value reinforces the mod-
el's robustness and ability to provide valuable insights for managerial decision-making
to improve employee satisfaction.

3.6  Effect Size Test (f?)

The effect size (f?) is used to determine whether the measurement of exogenous latent
variables (promotion and work environment) has a substantive influence on the endog-
enous latent variable (employee job satisfaction). The evaluation criteria for f> are as
follows: 0.02 (small effect), 0.15 (medium effect), and 0.35 (large effect) [28]. By cal-
culating f2 values, we can assess the strength of the individual contributions of promo-
tion and work environment to employee job satisfaction at BIB University.

Variables Effect Size Criteria
Promotion (X1) 0.430 Big
Environment (X2) Work 0.557 Big

Source: Author’s Work

The results indicate that promotion (Xi) has a large effect (0.430) on employee job
satisfaction (YY), while work environment (X:) has a moderate effect (0.557). This sug-
gests that while both factors significantly contribute to employee satisfaction at BJB
University, the work environment plays a slightly more substantial role than promotion
in influencing job satisfaction. Therefore, management should focus on improving pro-
motion opportunities and enhancing the work environment to optimize employee satis-
faction and performance.

3.7  Goodness of Fit (GoF) Index test

The Goodness of Fit (GoF) Index serves as a single measure to validate the overall
model by combining the measurement and structural models. This index is calculated
by multiplying the average communalities index with the average R? value. A higher
GoF Index indicates a better fit between the model and the observed data, demonstrat-
ing that the research model effectively explains the relationships among the variables.
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Table 8. Outer Loading Bootstrapping

Original Sampel Standart De- | T Statis- | P Values

Sampel Mean viation tics

(0) ™) (STDEV)
KK1 — Job Satisfaction | 0.921 0.919 0.023 39.385 0.000
KK2 — Job Satisfaction | 0.942 0.941 0.017 54,442 0,000
KK3 — Job Satisfaction | 0.947 0.945 0.020 46,363 0,000
KK4 — Job Satisfaction | 0.898 0.896 0.029 30,668 0,000
KKS — Job Satisfaction | 0.905 0.901 0.035 25,979 0,000
KK6 — Job Satisfaction | 0.921 0.919 0.030 30,873 0,000
KK7 — Job Satisfaction | 0.896 0.893 0.031 28,966 0,000
KKS8 — Job Satisfaction | 0.861 0.855 0.056 15,436 0,000
LK1 - Environment | 0.867 0.862 0.043 20,228 0,000
Work
LK2 - Environment | 0.800 0.796 0.060 13,437 0,000
Work
LK3 - Environment | 0.938 0.938 0.018 52,930 0,000
Work
LK4 - Environment | 0.943 0.944 0.015 63,376 0,000
Work
LKS5 - Environment | 0.960 0.960 0.012 83,336 0,000
Work
LK6 — Environment | 0.951 0.950 0.018 53,221 0,000
Work
P1 - Promotion 0.888 0.887 0.029 30,901 0,000
P2 - Promotion 0.922 0.922 0.021 43,337 0,000
P3 - Promotion 0.891 0.890 0.031 28,650 0,000
P4 - Promotion 0.917 0.911 0.036 25,682 0,000
P5 - Promotion 0.922 0917 0.035 26,107 0,000
P6 - Promotion 0.884 0.876 0.049 18,130 0,000
P7 - Promotion 0.910 0.909 0.027 34,162 0,000
P8 - Promotion 0.933 0.929 0.025 37,763 0,000
P9 - Promotion 0.915 0.910 0.031 29,851 0,000

Source: Author’s Work

The t-values for all latent variable indicators were obtained through bootstrapping, re-
sulting in the outer loading values. Based on the outer loading table, the t-statistic values
exceed the critical t-table value of 1.681, indicating statistical significance. This con-
firms that all indicators in the model are valid and reliable in measuring their respective
constructs, reinforcing the robustness of the measurement model.

3.8 Hypothesis

The hypothesis testing results confirm the significant influence of both promotion (X:)
and work environment (X2) on job satisfaction (Y) among employees at BJB Univer-
sity:

H1 (Promotion — Job Satisfaction). The positive influence of 42.9% (t = 4.160 >
1.681, p <0.05) indicates that promotion opportunities significantly enhance employee
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satisfaction. This confirms that career advancement prospects contribute to employees'
fulfillment and motivation.

H2 (Work Environment — Job Satisfaction). The positive influence of 55.8% (t =
5.422 > 1.681, p < 0.05) suggests that a conducive and supportive work environment
strongly impacts employee satisfaction. This emphasizes the importance of organiza-
tional culture, workspace conditions, and leadership support in fostering employee
well-being.

H3 (Promotion & Work Environment — Job Satisfaction). The combined effect is
94% (t=53.458 > 1.681, p < 0.05), proving that both factors together play a dominant
role in shaping employee satisfaction. This highlights the need for a balanced approach
to career growth opportunities and workplace improvements to optimize job satisfac-
tion.

Overall, these findings validate that employee satisfaction at BJB University is signifi-
cantly driven by promotion policies and a positive work environment, reinforcing the
necessity for strategic HR interventions in these areas.

4 Conclusion

Based on the research findings, it can be concluded that promotion significantly influ-
ences employee job satisfaction. This indicates that better promotion opportunities lead
to higher job satisfaction levels. Similarly, the work environment also affects employee
satisfaction, demonstrating that a more conducive work environment enhances job sat-
isfaction. The combined influence of promotion and work environment on job satisfac-
tion suggests that organizations should improve career advancement opportunities and
ensure a comfortable and supportive work environment to boost employee satisfaction
and productivity. Therefore, it is recommended that BJB University provides clear and
fair promotion opportunities, ensuring that employees can develop their competencies
and progress in their careers. Additionally, maintaining a comfortable and conducive
work environment is essential for sustaining high levels of job satisfaction. By imple-
menting these strategies, the institution can enhance employee morale, engagement,
and overall performance, aligning with employee expectations and organizational
goals.
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