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Abstract- Researchers conducted this research at one of the companies in Surabaya. The research method uses 

associative methods which are used to determine the effect or relationship between two or more independent variables 

on the dependent variable. This study uses saturated sampling technique, which is a sampling technique when all 

members are used as samples so that there are 60 employees who will be sampled in this study. Primary data comes 

from questionnaires given to employees so that researchers obtain information based on employee responses which 

are used to prove the research hypothesis. The data analysis technique used is multiple linear regression. This research 

resulted in four research findings: (1) it is proven that there is a partial and significant ef fect of career development 

on employee morale; (2) there is a real effect of job satisfaction partially and significantly to influence employee 

morale; (3) the work environment is also proven to have a partial and significant effect on employee morale; (4)  career 

development, job satisfaction and work environment simultaneously and significantly can also affect employee morale.  

Keywords: career development, job satisfaction, work environment, work morale.  

INTRODUCTION 

 The development and competitiveness of organizations that are increasingly unpredictable causes every 

organization to be able to realize management of all aspects appropriately, including aspects of its human resources. 

Employees are human resources who play an important role in helping every organization succeed because they are the 

subjects who carry out and implement the strategies, visions, missions, goals that the organization has (Albrecht et al., 

2015). On the other hand, the increasingly central role of employees is also a challenge for organizations because 

organizations must also have employees with maximum performance. This condition will make it difficult for 

organizations because organizations must be able to help employees to be more effective and efficient when working. 

Therefore, the organization must carry out its obligations in terms of meeting employee needs in terms of material and 

non-material so that employees can work according to the expectations and needs of the organization. Employee 

performance increasingly depends on how enthusiastic employees are to complete their work and participate in activities 

organized by the organization (Hart & Brady, 2005). Organizations not only need competent, skilled and capable 

employees but also need employees who are more enthusiastic when working (Hasibuan, 1999) because the problem of 

work morale is often found in every organization. Employee performance will be said to increase if it starts with work 

morale because without work morale, it is impossible to achieve maximum performance. Therefore, the organization must 

be able to solve the problem of low employee morale because if it continues to be ignored, it will harm the organization. 

For this reason, an appropriate reciprocal relationship is needed to increase employee morale. High morale can improve 

employee performance and vice versa employee performance will decrease because employees do not have morale when 

working. According to Milliman et al. (1999); Krishnakumar & Neck (2002) employees with high morale will be more 

committed to their work. This commitment will be manifested in the form of a good work attitude, willing to stay with 

the organization, the employee turnover rate is also low (Giacalone & Jurkiewicz, 2003; Milliman et al., 2003). Likewise, 

according to Heaton et al. (2004) organizational performance in quality and quantity can also be increased due to 

employee morale. Morale is the psychological condition of employees in the workplace so that what is done is nothing 

but because they want their work to be better and more productive (Jackson & Schuler, 1985; Ashmos & Duchon, 2000). 

In addition, realizing employee morale in the workplace also requires factors that are combined with each other so that 

employee morale can be realized according to organizational expectations. Some factors to realize it such as career 

development, job satisfaction and work environment.  

Every employee must want the job they are currently doing to help them develop further because it is certain that 

employees who work do not want their careers to experience setbacks. According to Herr et al. (2004); Beukes (2009) 

employee careers are formed due to the environment, the learning process obtained from the organization during work. 

With the organization having career development for employees, it has shown its efforts in the form of improving 

employee performance, a more effective human resource system and utilizing the talents of employees to be channeled 

into the work done to make it even better (Walker & Gutteridge, 1979). The previous statement is also supported by the 

results of research from Darmawan (2018); Al Hakimet al. (2019) whose results state that the performance given by 
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employees will be maximized if there is career development. In addition, career development can help organizations to 

provide an assessment of employee performance, find out the skills and abilities of employees who should be able to 

develop so that employee positions can be placed appropriately by the organization and can encourage employees who 

have low performance to be more able to achieve targets (Pareek & Rao, 2010). Career development is an increase in 

employee character in order to choose and have a clearer career (Werther & Davis, 1996). Career development is a 

mutually beneficial activity between employees and organizations because employees can become more directed when 

planning their careers so that when working they are more productive and for the organization will benefit from this 

because indirectly the organization also develops to achieve its goals (Dubrin, 2000). Thus, employees who are given the 

opportunity to develop their careers, these employees will be more enthusiastic when working because employees have 

the hope that their organization can help realize their careers (De Vos et al., 2009). 

Job satisfaction is another factor that must always be considered by the organization on an ongoing basis because 

with the emergence of employee job satisfaction, employees can have a higher work morale so that it can be implemented 

to support organizational goals to be realized immediately. Employees will feel satisfied if the desired conditions match 

the reality promised and provided by the organization. Job satisfaction is related to how employees behave when 

completing their work (Werner, 2007) and employees who receive clear tasks from the organization tend to be more 

satisfied (Ting, 1997). Therefore, satisfied employees will have a higher level of commitment, be more productive and 

eager to complete their work immediately. Job satisfaction reflects the employee's assessment of the conditions of the 

work performed (Schneider & Vaught, 1993). In addition, according to Putra et al. (2020) increased employee 

performance and the realization of job satisfaction due to the work environment. Therefore, if what employees need can 

be met and provide satisfaction, it will encourage employees to be more enthusiastic when working.  

The work environment has a significant role for employees because the environment is the closest thing to 

employees when working so that it can help employees to be more enthusiastic when working (Nitisemito, 2000). The 

work environment can create a binding working relationship between people in the environment. The work environment 

should be good and conducive because a good and conducive work environment makes employees feel at home in the 

room and feel happy and excited to carry out each of their tasks more effectively. In addition, a quality work environment 

is not only measured based on employee conditions and work results (Cottini et al., 2009) but according to Busck et al. 

(2010); Sell & Cleal (2011) also requires a physical, social-psychological environment that supports it. According to 

Danish et al. (2013) the work environment can shape how employees behave when completing their work. Therefore, 

organizations must be able to organize and create a work environment that is such that it can create comfort, security that 

can make employees more excited when working and more productive (Akinyele, 2007). Akinyele's (2007) opinion is 

also supported by Leblebici (2012) that organizations that want their employees to be more productive when working, 

must be able to ensure that there is a work environment that is also supportive.  

Based on the explanation that has been described, this study intends to analyze and find out what factors can 

contribute to realizing work morale. Therefore, the researcher determines the research title is realizing employee morale 

at work with career development, job satisfaction and work environment.  

RESEARCH METHODS 

Researchers conducted this research at companies in Surabaya City. The research method uses associative 

methods which are used to determine the effect or relationship between two or more independent variables on the 

dependent variable. This study uses a saturated sampling technique, which is a sampling technique when all members 

are used as samples. Another term for saturated sample is census, where all members of the population are sampled so 

that there will be 60 employees who are the research sample. The data source uses primary data. Primary data comes 

from questionnaires given to employees so that researchers obtain information based on employee responses which are 

used to prove the research hypothesis. The data analysis technique used is multiple linear regression. The independent 

variables in this research are career development (X.1), job satisfaction (X2), work environment (X.3) and morale (Y) 

is the dependent variable. Before obtaining the results of the classical assumption test and hypothesis testing, you must 

first conduct a validity and reliability test.  

Career development will be formed with five indicators, namely: (a) fair which means employees are given the 

same opportunities as other employees; (b) there is concern which means that leaders pay attention to what employees 

need in terms of career development; (c) obtaining a variety of information about promotions that provide opportunities; 

(d) there are benefits felt by employees and organizations; (e) a career that satisfies employees (Werther & Davis, 1996).  

Job satisfaction with five underlying indicators: (a) the nature of the work means that it matches the skills and does 

not make it difficult for employees; (b) there is a form of supervision provided; (c) fair compensation; (d) there are 

promotion opportunities; (e) the relationship between coworkers is harmonious (Robbins & Judge, 2017). 

The work environment has indicators such as: (1) general work environment related to influences from outside the 

organization (social and technological conditions); (2) specific work environment related to the environment that can 

directly affect employee conditions at work (Robbins & Coulter, 2016).  
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Employee morale has four indicators as described by Kinjerski & Skrypnek (2006), namely: (a) employee 

involvement with their work; (b) there is a sense of community; (c) there is positive power when working; (d) there is a 

spiritual connection.  

From the indicators that have been mentioned, it can be used to compile a questionnaire where each statement item 

on the questionnaire is given a value based on a Likert scale with the provisions of value 4 for strongly agree, value 3 for 

agree, value 2 for disagree, value 1 for strongly disagree.  

 

RESULTS AND DISCUSSIONS 

The questionnaire that had been distributed by census to 60 employees working in one of the Surabaya City 

companies turned out to be 5 questionnaires that were not returned by employees so that they were declared failed. 

Therefore, only 55 questionnaires can be inputted. In addition, the characteristics of respondents based on gender, length 

of work can be seen from Table 1 below: 

Table 1.  

Respondent Characteristics 

No Characteristics Description Frequency Percentage 

1 Gender Men 35 63.64% 

Woman 20 36.36% 

2 Length of service < 1 year 25 45.45% 

1- 5 years 10 18.18% 

6-10 years 10 18.18% 

> 10 years 10 18.18% 

Source: processed by the author 

After the characteristics of the respondents are known, the next step is to conduct a validity test and reliability test. 

From the results of the data obtained, the validity test for each statement item listed in the questionnaire produces a value 

that exceeds 0.30 so that the validity test is proven valid and can be used to analyze further data. For the next data test, 

namely the reliability test as shown in Table 2 below: 

Table 2. 

Reliability Test Results 

No Variables Cronbach’s Alpha N of item Description 

1 Career Development 0.657 10 Reliabel 

2 Job Satisfaction 0.720 10 Reliabel 

3 Work Environment 0.675 10 Reliabel 

4 Employee Morale 0.659 10 Reliabel 

Source: output SPSS 

 Each of the variables mentioned in Table 2 obtained Cronbach's alpha values for career development (0.657), 

job satisfaction (0.720), work environment (0.675), morale (0.659). This value provides an explanation that each statement 

item on the variables compiled in the questionnaire is reliable because the resulting value is greater than 0.60. After the 

validity test and reliability test are carried out, the next step is to carry out a classical assumption test consisting of a 

normality test as shown in Figure 1. 

 
Figure 1. Normality Test 

Source: Processed Researcher 
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Based on Figure 1 of the normality test, it can be seen that the data distribution is around the diagonal line. 

Therefore, the regression model in this study fulfills the normality assumption. After the normality test has been 

successfully proven, the next is the autocorrelation test which uses the determination of the resulting Durbin-Watson 

value. The DW value produces a number 1.502 which shows that it is still between 2 and -2. The next step is the 

heteroscedasticity test. The heteroscedasticity test can be seen by observing Figure 2 as shown below: 

 
      Figure 2. Heteroskedastity Test 

     Source: Processed Researcher 

Figure 2 shows that the dots are scattered and are in each part of the Y axis. Thus it can be concluded that there 

is no heteroscedasticity. Next, namely conducting multiple linear regression tests where this test is used to determine the 

effect of the independent variable on the dependent variable. 

In this research, multicollinearity detection was carried out through the use of the Tolerance and Variance 

Inflation Factor (VIF) method. The analysis results show that Career Development (X.1) has a VIF of 1.525 and Tolerance 

of 0.656, Job Satisfaction (X.2) has a VIF of 1.098 and Tolerance of 0.910, and Work Environment (X.3) has a VIF of 

1.417 and Tolerance of 0.706. All VIF values are below the threshold of 10, while Tolerance values are all above 0.1. 

Therefore, it can be concluded that all independent variables in this regression model are free from multicollinearity 

problems, in accordance with the guidelines that a VIF value of less than 10 and a Tolerance value of more than 0.1 

indicates the absence of significant multicollinearity in the model. 

Table 3.  

Coefficients 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. 
Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) -2.552 6.038  -.423 .674   

X.1 2.640 .646 .425 4.086 .000 .656 1.525 

X.2 3.339 .666 .443 5.013 .000 .910 1.098 

X.3 1.975 .861 .230 2.295 .026 .706 1.417 

Source: SPSS Output 

The resulting t-test values in Table 3 provide evidence that: (1) partially career development can affect morale 

because the significance value is .000; (2) partially job satisfaction can also affect morale because the significance value is 

.000; (3) partially the work environment can affect morale because the significance value is .026. The value produced by 

each variable is still smaller than 0.05 so that the formula can be written with the equation Y = -2.552 + 2.640 X.1 + 3.339 

X.2 + 1.975 X.3. From this equation, it can be seen that the work morale variable continues to increase by -2.552 along with 

the fulfillment of the variables of career development, job satisfaction and work environment. Next is the F test which is 

shown in Table 4 below: 

Table 4 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 2909.876 3 969.959 29.976 .000b 

Residual 1650.233 51 32.358   

Total 4560.109 54    

Source: SPSS Output 
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The resulting F-count value in Table 4 is 29.976 with a significance level of 0.000 which shows the value is still 

below the value of 0.05. This value proves that the variables of career development, job satisfaction and work environment 

can simultaneously affect employee morale. Next is the coefficient of determination test as shown in Table 5 below: 

Table 5. 

ModelSummaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .799a .638 .617 5.688 1.592 

Source: SPSS Output 

Based on Table 5, it can be seen that the R square value produces 63.8%. This value indicates that work morale 

can indeed be formed by career development variables, job satisfaction and work environment so that it has a strong 

enough influence. There is a remaining value of 36.2% which is determined by other variables.  

Based on the results of the data that has been processed, this study succeeded in answering its research hypothesis 

because it was proven: (1) career development can have a real influence on employee morale. The results of this study 

are also supported by the results of research from Rijalulloh et al. (2017); Mulya et al. (2019). These results show that 

career development is one of the factors that has a significant influence on morale or in other words, high and low career 

development is a factor that affects morale. A passionate employee will continue to strive to develop potential in himself 

so that it will have a positive impact on the survival of the organization (Appelbaum et al., 2007). In addition, employees 

want to be more involved with the company's career development program so that their abilities can be better so that 

employees when completing their work will be more serious, their sense of optimism is also greater and the commitment 

given to the organization is also stronger. Thus it is very necessary to have the right career planning for human resources 

at a very productive age, so that employees can develop themselves to carry out all their tasks supported by their work 

morale; (2) job satisfaction can have a real influence on employee morale. The results of this study are also supported by 

the results of research from Nurbudiyani (2016). These results show that the more job satisfaction is fulfilled, the higher 

the employee morale. The organization must provide humane treatment, meaning that the organization must continue to 

pay attention to the fulfillment of employee needs in terms of primary needs, can guarantee employees to remain protected, 

feel safe and not get heavy pressure at work, employees are given the opportunity to continue to grow by involving them 

in several opportunities to develop their potential; (3) the work environment can have a real influence on employee morale. 

The results of this study are also supported by the results of research from Pasaribu (2017); Satria et al. (2021). These 

results indicate that a work environment that is supportive and in accordance with employee expectations will increase 

their morale when working. Therefore, it is important for organizations to create a dynamic work environment according 

to employee expectations so that employees feel supported when completing their work. It is increasingly important not 

to create a work, office atmosphere that triggers the emergence of work stress. Organizations must also provide a variety 

of information that employees really need to know so that employees have clear future plans by developing an 

environment that helps increase employee creativity and involvement in the workplace. In addition, a quality non-physical 

work environment must also be realized immediately (social interaction, coworker relationships, etc.). 

CONCLUSIONS 

This study concluded that: (1) it is proven that there is a partial and significant influence of career development 

on employee morale; (2) there is clear evidence of partial and significant job satisfaction can affect employee morale; (3) 

the work environment is also proven to have a partial and significant effect on employee morale; (4) career development, 

job satisfaction and work environment simultaneously and significantly can also affect employee morale. Therefore, there 

will be several suggestions given such as: (1) carry out career development in accordance with the employee's jobdesk 

because if the career development provided is contrary to their educational background and competence, then employees 

are not willing to take responsibility because the career development program provided by the organization is considered 

difficult for them. However, this can be resolved by helping them attend special and consistent training first so that they 

have provisions that can be used to support their careers and jobs; (2) the organization takes a persuasive approach from 

the leadership and increases development based on fields that are in accordance with the competence of each employee; 

(3) realizing every program that supports all aspects of the company, especially its human resources, in this case 

employees; (4) conducting a review of the facilities provided by the organization whether it is proven to be able to help 

employees to be even more enthusiastic when working; (5) the organization must increase the information channels about 

published promotions so that all employees know the requirements and aspects that the company assesses in promotions. 

The intended promotion is an individual's capacity to perform various tasks in a job. For future researchers, they can 

increase the number of samples and other independent variables so that they can produce much more developed research 

findings.  
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