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tra.ac.id Introduction: Compensation is all benefits/results of work received by an em-

ployee for the results of his work, either directly or indirectly. Job Satisfaction is
a feeling that is described as feeling happy (satisfied) with what employees get
from the company. Corona or Covid-19 is a new type of virus (SARS-CoV-2).
The development of the coronavirus has hit various sectors, especially the eco-
nomic sector. The Covid-19 pandemic problem appears to be affecting employee
compensation and job satisfaction in the workplace because employees are forced
to work differently from working in offices. The purpose of the literature review
is to find out how the conditions of compensation and job satisfaction of employ-
ees and companies in Indonesia during the Covid-19 pandemic. Method: Litera-
ture Review. Of the 8 studies used, 8 of them used quantitative research methods.
The population is all employees in various companies and the samples used are
some employees who work in companies in Indonesia and some employees of
various companies in the world. Results: Based on 8 studies, it was found that
Employee Compensation and Job Satisfaction from company policies during the
Covid-19 Pandemic was quite decreasing. Because compensation does not signif-
icantly increase and even decreases, employee job satisfaction also decreases
which can come from the extent to which people like or dislike their work. Dis-
cussion: Compensation and Job Satisfaction for employees provided by the com-
pany during the Covid-19 Pandemic is a problem that must be studied and found
a solution so that employee performance remains good and quality.
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Introduction

Compensation is an award given by the company to employees. An increase or decrease in employee
performance can be assessed by providing compensation. Giving high compensation will spur employee
morale, if the compensation is deemed unfair, the employee will feel disappointed which has an impact
on employee performance. Good employees are also retained with good compensation. Compensation
given motivates employee work (Kwang Chiu et al., 2002).

Every company expects its employees to provide maximum performance so that it can have a posi-
tive impact on the company. In addition to compensation, the factor that must be considered is motiva-
tion, when the company provides high motivation and compensation, each employee will provide feed-
back in the form of a positive influence on employee performance and the company itself.

The motivation that is owned must also be able to improve employee performance so that company
goals are achieved according to targets. When company leaders can create good motivation, company
leaders must be able to improve employee performance while working.

Indications of weak employee motivation are weak supervision from the company, lack of appreci-
ation of the targets achieved, work environment such as inadequate room management so that it affects
employee performance that is not optimal.
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The employee behavior approach, an increase in the minimum wage (salary increase) will increase
employee motivation in the workplace while negative events, such as employers, eliminate part of the
service cost from employees. Some researchers find evidence that compensation has an impact on work
motivation (Sudiardhita et al., 2018). Salary is one form of compensation and one of the main motiva-
tions in motivating work, where the goal of a person to work is to earn money to meet his standard of
living. By improving the quality of good work, an employee will get an award (salary increase), so that
the employee will be motivated (motivated) to continue to improve the quality of his work.

The minimum wage rate for compensation is also influenced by the geographic location of the com-
pany. If the company is located in the lowlands, drinking wages are high and compensation is high
because in the lowlands the cost of living is high. Conversely, if the geographic location of the company
is in the highlands, the minimum wage is small and the compensation is also small because in the high-
lands the cost of living is lower. A manager who has a moral responsibility will pay attention to em-
ployee job satisfaction because managers believe that if employees are satisfied they will make a positive
contribution to a company.

Managers feel their efforts and performance are successful if fairness in rewards provides levels of
Job Satisfaction and performance. By providing a positive and good contribution to the company, man-
agers are responsible for employee job satisfaction. However, currently, Job Satisfaction and Employee
Compensation have decreased quite low, because currently, the world economy is in decline due to the
Covid-19 Pandemic. SARS-CoV-2 or Corona Virus is a virus that attacks the respiratory system. The
disease caused by this viral infection is called COVID-19. The Covid-19 pandemic in Indonesia began
to exist and erupted in March. So that it has an impact on the cornered economic sector. Rupiah plum-
meted, players in the real sector shouted to do business, and the stock market index degenerate. Econo-
mists, government authorities, and world financial institutions make alternatives or ways to predict how
the economy will be during the Covid-19 Pandemic. The worst scenario could happen to the Indonesian
economy if the impact of the Covid-19 Pandemic is not handled properly. Apart from destroying the
capital market, the Covid pandemic has also dropped the value of the rupiah.

United States Dollar through up to Rp. 17,000. And Rp. 16,608 per US dollar is the exchange rate
determined by the Jakarta Interbank Spot Dollar Rate (JISDOR). The impact was felt directly by the
community as a result of the rising dollar. The US dollar currency, which is the currency for import
activities, makes the price of imported imports soaring expensive. The companies affected are the phar-
maceutical, fashion, electronic, textile, livestock, and steel companies/industries.

The global financial and economic crisis will affect the Indonesian economy. The expenditure and
production sectors have been hit hard by the economic crisis from the impact of Covid-19. This will
affect the purchasing power of the people until people's consumption decreases if the government does
not immediately address it. (Head of Economy of Bank Permata Josua Pardede; 2020). Due to the eco-
nomic crisis in Indonesia which resulted in a crisis in the production and expenditure sector, a company
that gets profit from domestic sales, where people's purchasing power decreases and raw materials are
obtained from imports, the company will be affected by the crisis. A company affected by a crisis has
an impact on employee compensation. The compensation given is not appropriate because of the crisis,
making employees feel unsatisfied.

The Covid-19 pandemic has caused an economic slowdown on various scales. The Indonesian Min-
ister of Finance said the Indonesian economy would only grow by around 2.5% to 3% this year if this
pandemic was resolved. (Layoffs) Mass layoffs will occur. If the a high potential for layoffs of employ-
ees by companies that are in trouble and the government does not anticipate that there will be massive
layoffs. And four factors are the dangers of mass layoffs. Especially, companies whose production raw
materials still depend on imports. secondly, the availability of raw materials is starting to run low, espe-
cially those from imports.

According to him, the industries that will be hit are labor-intensive industries, such as shoes, textiles,
food, garment, beverages, electronic components, and automotive components. Because raw materials
are reduced, production will decline, which will then be followed by layoffs. Third, the drop in oil prices,
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which has the potential to reduce Indonesia's income from oil exports. For the record, world crude oil
prices fell to the level of US $ 30 per barrel, far from the assumption of the Indonesian Crude Price (ICP)
in the 2020 State Budget, which is the US $ 63 per barrel. Fourth. The decrease in tourist arrivals to
Indonesia, which directly affects job security in this industry.

Due to difficulties in maintaining their companies, many companies have laid off their employees.
Employees affected by layoffs are certainly far from job satisfaction, and those who are not affected by
layoffs also decrease Job Satisfaction and Compensation. As well as shortened working hours, the ab-
sence of overtime hours, and mobile companies that find it difficult to reduce wages. This shrinking
salary has decreased the job satisfaction of employees, but due to this pandemic, many employees remain
in their jobs, so the premise is that a worker (employee) will stay in his job and improve his job even
though it is difficult to survive. But that's better than employees who were deeply dissatisfied with
layoffs.

Another impact on employees who are still working according to government policies that imple-
ment PSBB. With this large-scale social application, companies are implementing the Work From Home
(WFH) work system. WFH or also known as remote working are people who work in a place other than
their workspace in the office. WFH is a step or policy taken by the government to suppress the Covid-
19 Pandemic, but company productivity continues to run. Despite implementing the WFH policy of
working at home, operational productivity continues. With WFH the motivation of the employees will
decrease. The reasons are quite diverse, for example, the atmosphere at home is not like an office, the
work atmosphere is not as expected (Al-Omari & Okasheh, 2017).

An effective Work from Home (WFH) policy can be implemented by establishing a Clear Work
From Home (WFH) Procedure. A clear WFH procedure is intended so that employees can continue to
work productively in their homes. The contents of the WFH procedures are clear, systematic, and struc-
tured work desks regarding daily working hours, employees must submit their work. A clear work from
the home procedure will motivate employees to work. So, with this policy, the company can carry out
its corporate activities, in this pandemic situation. WFH is indeed proven in its effectiveness as a remote
company, but it has received positive responses and job satisfaction from employees.

Material and Methods

This discussion with the author looking for journals using a literature review. International-based
journal literature reviews can be accessed through www.sciencedirect.com By typing the keyword
"Compensation and job satisfaction" came 13,377 findings. Then typing the keywords "Covid-19 Pan-
demic, Job Satisfaction, Compensation™ appeared 55 findings, plus typing the keyword "job satisfaction
and the coronavirus" appeared 77 findings. Sort out the suitable journals for making this journal. The
language selection was not carried out because the international journal was based in English. With the
scope of the state of the company, its policies regarding job satisfaction and compensation, and employ-
ees' responses to company policies.

Methodology To measure job satisfaction, the Minnesota Satisfaction Questionnaire is used. One of
the most commonly used instruments in measuring job satisfaction is called the Minnesota Satisfaction
Questionnaire (MSQ). This is a methodology for measuring job satisfaction in various sectors. The short
MSQ consists of twenty aspects, each of which is represented by only one satisfaction item. The short
form MSQ measures three satisfaction scales, namely intrinsic satisfaction, extrinsic satisfaction, and
overall job satisfaction. Intrinsic satisfaction refers to job conditions and extrinsic satisfaction refers to
environmental conditions. To measure tested compensation from questionnaire data that includes eval-
uation of the position of each employee in various companies and various fields.

With a method that focuses on in-depth observation in 8 (eight) selected journals, it is studied with
the contents of the theory of experts and in-depth analysis of employee compensation and job satisfaction
and company policies in Indonesia during the Covid-19 Pandemic.
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Results and Discussion
Emphasis on job satisfaction, employee compensation, and company policies

The quest to understand job satisfaction and/or dissatisfaction is an area of continuing interest for
social scientists and managers. The premise is that satisfied workers will be more productive and stay
with the organization longer, whereas they tend to quit because dissatisfied employees will be less pro-
ductive. Understanding Job Satisfaction is not just a theoretical exercise, making it possible to structure
and conduct more effective responses to job satisfaction or dissatisfaction; specific responses targeted
specifically at contributing factors at the individual, organizational level.

The first studies of job satisfaction began in 1935 with Hoppack. Research over 70 years of research
is a clear indication of the need to have a clear understanding of attitudes towards work and how these
attitudes have a strong effect on various aspects related to organizational behavior. definition of job
satisfaction as a person’s reaction to his job. or organization. In general, it is said that job satisfaction is
a reaction to employees resulting from a comparison of a person's actual results with what he wants, is
anticipated, or deserves (Rafferty & Griffin, 2008).

According to the data, a job is generally happiest with their area of responsibility (the desired
part/work environment), the organization they work for, their relationships with colleagues and direct
subordinates, and the joy and meaning that comes from them.

Unsurprisingly, occupations with senior income levels earn more than workers with less senior de-
grees. The work environment is currently undergoing major changes; Factors such as globalization, eco-
nomic growth, and technological improvements constantly present new challenges and create new op-
portunities for humans. Our work is not only a main source of income but also an important part of our
life which contributes to our social status.

Dissatisfaction among human resources is undesirable and dangerous in any profession. Satisfied
and committed human resources are the most significant asset of any organization, including banks and
because banking institutions are the backbone of a country's economy, efficient management of human
resources and a higher increase in job satisfaction affects overall growth and performance. Poor envi-
ronmental conditions at work are negatively related to job satisfaction.

In total, the magnitude of this effect is proportional to other important matters such as changes in
compensation and employment. Regarding the former, while the absolute income level is not significant
it cannot explain satisfaction ob, change of salary. Apart from environmental conditions, perceptions of
occupational health or safety risks have a negative relationship with job satisfaction.

The dependent variable in the empirical estimate, Job satisfaction comes from the answer to the job
satisfaction question (Overall, are you very satisfied, satisfied, not very satisfied or completely dissatis-
fied with the working conditions at your job?). With an average job satisfaction response of 3.093, work-
ers in the sample report are “satisfied". Most respondents are either satisfied (58.8%) or very satisfied
(25%) with their job, although there are important cross-national differences. people in Denmark, Nor-
way, Austria, Switzerland, Great Britain, and Ireland, on average, are happiest at their jobs while Eastern
European workers are the least satisfied.

The finding of salary as the main motivating factor was corroborated by other researchers who found
that employees place a good salary as the main driving factor. The discovery of salary as the main mo-
tivation has become commonplace for employees or workers. This finding is evidenced by the presence
of a sample of several employees who negotiate wages with their companies, if this is not fulfilled then
the employees will look for the appropriate company, this is adjusted to their expertise, the company
needs their expertise, and employees need something equivalent. salary. This finding occurred with a
percentage of 44% of the sample of employees in the Indonesian region, to be precise in West Java. The
motivation and reward factors found by supervisors were the highest, followed by good wages and good
working conditions. Based on previous research work motivation to enter is influenced by employee
satisfaction with compensation (Sudiardhita et al., 2018).

Compensation and job satisfaction are currently hard to feel because of the difficulty of the economy
during this Pandemic. The COVID-19 pandemic will have an impact on various aspects such as politics,
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economy, social, culture, defense, and security as well as the welfare of the Indonesian people following
Government Regulation No. 21 of 2020. The existence of this PSBB has made the government urge
companies to work from home or work from home. (WFH) as a measure used to support the implemen-
tation of social distancing programs designed by the government. Because of the Covid-19 outbreak, the
PSBB policy was made. This piracy has an impact on conditions that compel companies to undertake
WFH. The WFH can affect various aspects of work, one of which is job satisfaction.

With the running of WFH, some employees feel job dissatisfaction for several reasons, this is based
on an analysis of several professions in Indonesia, namely: First, the reasons for lack of rest and in-
creased work represent indicators of ability. Before the Covid-19 Pandemic, these professionals used to
carry out their daily routine at work.

However, after/during the Covid-19 Pandemic, they were forced to work differently. Certain profes-
sions must continue to work outside working hours (for example, health and security personnel) so that
they do not get adequate rest, even though the work increases/increases. As a result of the increase in
work, the work was not completed effectively. The two reasons are the difficulty of carrying out activi-
ties and there are limitations in social interactions that describe indicators of the work environment. With
the existence of Covid- 19, activities that were originally normal had a bad impact so that many workers
complained about the difficulty of interacting properly with colleagues and other communities. Although
they can communicate using media technology, direct communication and using media are less flexible.
The three reasons for undisturbed and unfocused work reach represent indicators of creativity. So that
many workers take issue with this because it is very influential both in the reach of work and control so
that it affects the ideas of the employees/workers.

The WFH can provide flexible working hours for employees so that the work they do can be com-
pleted easily. However, the flexibility of working hours for WFH employees often causes other things
such as increased working hours. This is supported by research on work from home in the US, UK,
Canada, and New Zealand which found that flexibility can exacerbate excessive work and even increase
occupational dominance (Davidescu et al., 2020).

Based on a preliminary study conducted on several employees who perform WFH, it is known that
the working time during WFH becomes longer when working in the office. Not only in Indonesia, but
employee working hours in the United States have also increased by an average of 3 hours since the
implementation of WFH, while in England, France, Spain, and Canada it has increased by 2 hours. So,
the premise is when WFH Employee Satisfaction has a satisfied and dissatisfied side. Job Satisfaction
refers to more flexible working hours, but the work uncertainty that comes from increasing more work-
ing time while working at the office.

The shows that employees with high emotional intelligence will have high job satisfaction as well.
Employees who have high emotional intelligence tend to have positive emotions so that they can be
satisfied with their work because they work in jobs and direct their emotions in various situations, espe-
cially when doing WFH in the middle of a pandemic. The ability in emotional intelligence to solve
problems, be socially responsible, and talk about abilities that are directly related to how someone helps
conflict in the workplace and can affect job satisfaction of employees who have to do WFH.

Discussion

Compensation satisfaction is a general evaluation of satisfaction with salary levels, salaries, and
administrative salaries (Prasetio et al., 2019). Decisions about the compensation system for employee
compensation satisfaction. Therefore, employers must design an effective compensation system because
compensation affects employee work behavior. With high compensation becomes someone's race to
improve the quality of work, it is different if employees are not satisfied with the compensation system
in their company, the quality of performance is difficult to improve. So, it becomes important for com-
panies to create a compensation system that can satisfy employees so that the quality of their perfor-
mance increases, with the quality of performance, a company can achieve its company goals.

Compensation is provided in the form of, such as bonuses, allowances, and salaries. Salary is the
result of an employee's work in the form of money, the work result of his contribution to the company.
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The premise is that salary has a positive effect on employee performance. With compensation that is
appropriate to the level of work and is good and appropriate, it will increase employee income, Knowing
that the poverty rate can increase employee income. Awareness about the part the compensation system
is integral as employers' decisions about then the compensation system can affect employee satisfaction
with compensation and work behavior (Association of Malaysian Hotels (MAH, 2013a, b). From that
with an increase in the income of workers (employees) from an increase in compensation using a signif-
icant increase in the minimum wage continuously will improve the quality of life, increased purchasing
power thereby increasing the economic activity of a nation.

Examined the role of compensation in university employees' work motivation and found that moti-
vation can be relied on by salary, promotion, recognition, working conditions, and benefits. A living
wage is sufficient to cover more than just basic needs and also enable people to have a minimum ac-
ceptable standard of living. Therefore, it is important to understand the extent to which minimum wage
policies have improved the standard of living of employees, given the possible increase in the cost of
living. Living wages allow one to have a decent standard of living.

Where the standard of living will continue to advance or increase over time, therefore a decent wage
gets the results of one's performance by feeling job satisfaction and being given proper compensation.

The employee reward system must be based on the type of work performed, the level of skills and
knowledge, as well as the responsibilities, carried so that employees work and are motivated towards
their work so that they meet the "compensation™ aspect of their work.

Performance-based bonuses and human resource policies such as open communication, career de-
velopment programs, and reward systems have contributed to human resource retention. Allowances are
an additional stage from the company to employees. The positive significance for employee performance
is hampered by benefits. While the bonus is another word of incentive compensation. Bonuses obtained
from good and better performance results are also a company way to motivate employee performance.

The performance means quality and quantity work results that can be achieved by an employee in
carrying out his duties according to the responsibilities assigned to him. In a company, one important
factor is the leader. Good employee performance also comes from good leadership. Lead messages,
organize, plan and organize these various organizations.

From a public policy point of view, since work is such a fundamental part of people's lives, under-
standing job satisfaction is seen as an integral part of understanding overall life satisfaction and the well-
being of society. Indeed, job measures and life satisfaction are positively correlated, and their constructs
appear to be interrelated and influence each other. Wage (Salary (Compensation)) is an important deter-
minant of job satisfaction. Job satisfaction has been defined in a number of ways, with the definition
being the most commonly used in the literature.

The motivation process is the satisfaction of job satisfaction, the results and performance of the
imbalances and disagreements they receive and the rewards for employee satisfaction in the company.
The premise is that the level of job satisfaction is indicated by results such as absenteeism or absentee-
ism, attitudes of organizational members, organizations, and organizational changes that occur within
an organization. It can be seen and measured clearly how an employee feels job satisfaction in a company
that sees his attitudes and actions at work. The job satisfaction of an employee will be seen by his loyalty
to the company and his work, the employee's dissatisfaction with the sense of loyalty will decrease,
always thinking about absenteeism or absenteeism.

Employees' views of their work, whether they serve or not, are a reflection of job satisfaction. Job
Satisfaction of an employee will increase if it is in line with his preferred conditions, such as conditions
for fulfilling facilities, working according to his interests, and conditions of appropriate compensation.
The level of job satisfaction is also measured by the placement of job placements (high positions) com-
pared to employees with low job placements, high positions show that employees are more active in
expressing ideas, are more active and better working abilities, and always find ways to be creative and
innovative at work. When asked why they chose to stay at their current job, the top response (44%) was,
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"I find joy and meaning in my job." By finding rewards, a salary increase a salary fit, job satisfaction)
and meaning in work, a worker who is happier with his job may be more productive and earn more.

The six main sources of Job dissatisfaction are responsibility, independence, policies and practices,
compensation, and diversity indicating bank authorities that steps need to be taken to develop and im-
plement human resource management policies towards improving undesirable conditions and strength-
ening desired conditions. For example, training and development programs could be developed to en-
hance the skills and knowledge of employees and enrich their work, contribute to the (variation) facet
of the job and help develop pathways for those that contribute to the "progress” satisfaction of their jobs.
Employee training programs are significant in improving and developing the level of service an organi-
zation provides because of the skills of employees which ultimately increase customer satisfaction
quoted from Khan et.al., 2011).

Of the six main sources of Job Dissatisfaction, three of which are Progress, Compensation, policies,
and practices, are things that are currently happening uncertain. The current condition is where Indonesia
is also experiencing a global economic crisis due to the impact of the Covid-19 Pandemic. China, which
became the first country to be confirmed by Covid-19, is slowly cornering the Indonesian economy.
Then followed by countries including Indonesia which confirmed that they were also affected by Covid-
19. The progress of the company is slow and quite difficult due to the global economic crisis, the gov-
ernment for the crisis of the development of Covid-19 by implementing the PSBB (Large-scale Social
Restrictions) and the practices of the PSBB also implementing WFH (Work from Home), also affects
the compensation of employees who also decrease to maintain the company.

To maintain other than the company by reducing compensation, the company also laid off some of
its employees. The fact that this pandemic has an impact on the economy cannot be avoided because
several companies have begun to go bankrupt which has resulted in cuts in wages and even layoffs.
Based on data from the Ministry of Manpower as of April 20, 2020 there were 2,084,593 workers from
116,370 companies laid off and laid off due to the impact of the Covid-19 Pandemic.

One of the problems that need to be evaluated is employee job satisfaction. The satisfaction appears
can come from internal employees or external employees. Satisfaction arises from internal relationships
with personality traits. A positive personality usually will not blame external conditions, so that employ-
ees feel satisfied that it is part of their feelings. The satisfaction that arises externally is due to external
causes that do not feel comfortable working. One of the external conditions that arise and disturb em-
ployees can serve the Covid-19 pandemic phenomenon.

As a result of the Covid-19 Pandemic, employees have to work at home (WFH). Some employees
feel that they are not satisfied enough when they have to work at home, because of the different atmos-
phere and facilities that support work. However, for some employees who feel satisfied because they
prefer to work at home by working at home, they are more relaxed at work because they are not directly
monitored by the leadership, working hours become flexible, and can enjoy longer togetherness with
their families. This condition is in the workplace, always monitoring and working hours are more strin-
gent.

In general, compensation for employees who usually work in an office can improve life balance and
psychological well-being so that they expect big when doing WFH can affect these things. However, a
study of WFH workers in the UK did not find a relationship between workers who worked with WFH
about family-work conflicts. The extracts can also create stress by blurring the boundaries of the balance
because it causes too much work or problems. Therefore, flexibility in working when WFH can be one
of the obstacles in one's job. Smoke in work, based on the preliminary study conducted, it turns out that
there is still something related to employees when doing WFH. Adjusting to the conditions of the work
environment at home makes some employees feel difficult because of the lack of available facilities such
as the internet and some jobs that cannot be done at home. The found in their research that work facilities
can affect employee job satisfaction.

Implementing WFH amidst a successful and successful roadway pleasant working conditions for
employees. Uncertainty about when the pandemic will end as well as various news such as salary cuts,
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holiday allowances (THR) to layoffs at several companies makes employees who carry out WFH feel
restless and unsatisfied with their work.

Although there are several companies that no longer have WFH, various reports about cuts in wages
and cuts in benefits are still troubling employees. Amid a crisis that has an impact on the economy,
where various companies are competing to keep their expenses, such as employee payments and bene-
fits, are also the last choice for companies. This can make employee job satisfaction decrease and also
allow it to have an impact on other things. Another impact is reducing work motivation on employees.

Apart from cutting wages and benefits they also miss many opportunities to develop their careers.
Participating in training programs and opportunities for promotion due to an indefinite period due to the
impact of this pandemic. This is for those who can reduce employee job satisfaction because in studies
related to the opportunity to participate in training programs can increase job satisfaction (Schmidt,
2007). Many obstacles occur by employees while doing WFH. Someone who has emotional intelligence
can certainly find it easier to deal with these obstacles. The results of this research show that emotional
intelligence creates job satisfaction. In line with this, related research has found that emotional intelli-
gence has a significant relationship with conflict management styles.

Not only employees who have emotional intelligence, a leader is also required to have emotional
intelligence. because in times of crisis like this a leader must be a wise example for other employees in
facing various problems during WFH and also when facing other things during this pandemic that make
their productivity decrease. In a study, on 92 participants from two levels who were middle-level organ-
izational leaders and lower-level employees in an electric power industry company in South Africa 8.
The results of this study indicate that there is a significant relationship between the emotional intelli-
gence of leaders and employee job satisfaction. This shows that a leader with high intelligence, the job
satisfaction of other employees will be high too. In line with this research, a leader who has high emo-
tional intelligence influences employee job satisfaction, employee psychology, employee performance
both individually and in groups, and customer satisfaction (Omah & Obiekwe, 2019).

Table 1. The lists of respondents

No. Author / Title Respondents Assessment Result
Procedure
1. Bjorn Gunnar The number of The analysis in this The results showed that AMS

Hansena, Egil Pet-
ter Streete / Dairy

samples is 1288
people with total

study uses a quanti-
tative study and then

farmers experienced higher
satisfaction  with  working

farmers’ job satis- sampling  tech- this study also uses days, work safety and work
faction and thein- nique who  the environment than CMS farm-
fluence of auto- work as dairy Respond- ers. And influenced by in-
matic milking sys- farmers. ing to creased income, new cow-

tems (Hansena et
al., 2020).

To be continued...

Questionnaires
which are managed
by the web

with refer-
ence

to Automatic

Milking  Sys-
tems (AMS) and
Conventional Milk-
ing Systems
(CMS).

shed, successors, continued
farming.
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Joanne Spetz, Typical survey The analysis in this The results showed that con-
PhD,  Professor respondents have study used aquanti- tinuing to develop and hone
R.Lee / New been in a leader- tative study, thenthe skills to improve the quality
AONE ship position for at analysis was carried of workers, nurse leaders had
Salaryand Com- least 6 years, are out by conducting a higher salaries than the na-
pensation  Study Caucasian survey of respond- tional average. Nurse leaders
for Nurse Leaders women, and ents. A typical, full are more satisfied with their
Sheds work full-time in version of the study job, than their compensation.
Light on acute care and reporting tool because while working the
Compensationand facilities. The can be  found nurses find happiness in their
Job  majority of work.

Satisfaction  for respondents at
Nurse Leader (67%) work in www.aone.org/com
(Spetz & Lee, cute hospitals, p ensation, Re-
2013) 13% worse off  spondents

13% work 0

elsewhere. -10 years of leader-

ship experience,

Conclusion and Recommendations

From 8 studies, it was described that Compensation and Job Satisfaction of employees and company
policiesin Indonesia during the Covid-19 Pandemic were low. The Covid-19 pandemic, which has an
impact on the global economic crisis and human resource crisis, has made it difficult for several com-
panies to maintain their companies. And because during the Covid-19 Pandemic, the government issued
a Large-Scale Social Restriction (PSBB) policy which resulted in companies having to implement PSBB
policies and in practice using the Work from Home (WFH) system. From several analyzes and research,
it shows that WFH can show Job Satisfaction. Because during the Covid-19 Pandemic, the economic
crisis made corporate banks compete to defend their companies, there were many ways to maintain their
companies, including cutting wages, cutting benefits, even no allowances, laying off employees, not
providing training to provide promotions, making satisfaction Downhill work. Salary as a form of com-
pensation that motivates and becomes a race for employees as well as a measure of job satisfaction, if
the salary is not appropriate (there is a cut) then work motivation will decrease in line with uncertainty.

Company leaders and employees must support each other and work for hand in hand to improve the
company again so that it also impacts on good and appropriate compensation to make employees feel
job satisfaction. By increasing good emotional intelligence by company leaders and employees in facing
the conditions of the Covid-19 Pandemic. Based on research and analysis, someone who has high emo-
tional intelligence can increase job satisfaction.
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