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SCBTII 2022 

“RECOVER TOGETHER, RECOVER STRONGER: CHALLENGES AND OPPORTUNITIES 

TOWARD SUSTAINABLE DIGITAL ECONOMY” 

 
Economic growth is expected to slow down in various developed and developing countries as the Covid-19 epidemic 

spreads, owing to the decline of globalization and the rise of digitalization and financial risk.  To deal with the 

global economic slowdown and to address different economic issues, the government of Indonesia implemented 

an economic transformation agenda.  At the same time, the business sector must be able to develop a long-term 

competitive edge.  Companies must seek a long-term competitive edge by synergizing management capabilities, 

technological competence, and innovation strategies to respond to external trends and events. 

Sustainable Collaboration in Business, Information and Innovation (SCBTII) 2022 is an international conference 

that brings together academics, professionals, entrepreneurs, researchers, learners, and other associated groups 

from all over the world that is interested in theories, as well as practices in the field of the digital economy for 

global competitiveness. 

With the Theme: “Recover Together, Recover Stronger: Challenges and Opportunities Toward Sustainable Digital 

Economy“, we are pleased to announce that His Excellency Erick Thohir (Minister of State-Owned Enterprises 

Republic of Indonesia) and distinguished colleagues  Prof. Hussain Rammal  (The University of Adelaide – 

Australia), Prof. Hitoshi Mitomo (Waseda University – Japan), Dr. Tan Cheng Ling (Universiti Sains Malaysia ), Dr. 

Krishnadas Nanath (Middlesex University – Dubai) and Dr. Andry Alamsyah (Telkom University, Indonesia) will be 

speaking at the conference as keynote speakers. 

This conference provides opportunities for both presenters and participants to exchange new ideas and 

experiences, build research relationships, and find global partners for future collaboration in order to successfully 

and effectively respond to social and technological development challenges. 
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PREFACE 

Economic growth is expected to slow down in various developed and developing countries as the Covid-19 

epidemic spreads, owing to the decline of globalization and the rise of digitalization and financial risk. To deal 

with the global economic slowdown and to address different economic issues, the government of Indonesia 

implemented an economic transformation agenda. At the same time, the business sector must be able to develop 

a long-term competitive edge. In other words, companies must seek a long-term competitive edge by synergizing 

management capabilities, technological competence, and innovation strategies to respond to external trends and 

events. 

Sustainable Collaboration in Business, Information and Innovation (SCBTII) 2022 is an international conference 

that brings together academics, professionals, entrepreneurs, researchers, learners, and other associated groups 

from all over the world interested in theories, as well as practices in the field of the digital economy for global 

competitiveness. 

The theme of SCBTII 2022 is: "Recover Together, Recover Stronger: Challenges and Opportunities Toward 

Sustainable Digital Economy", which was attended by Mrs. Loto Srinaita Ginting, Special Advisor on Finance and 

SME Development, Ministry of State-Owned Enterprises of the Republic of Indonesia and distinguished colleagues 

as the speakers. 

This conference has provided opportunities for presenters and participants to exchange new ideas and 

experiences, build research relationships, and find global partners for future collaboration successfully and 

effectively respond to social and technological development challenges. Thank you very much to the respected 

presenters and all the participants of SCBTII 2022. Please participate again in SCBTII next year. 
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The 13th SCBTII 2022 Chairperson 

 

 

 

 

 

 

 

 

 

 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

7 

 

SPEAKERS 

 

 

 

 

Prof. Hussain Rammal  

Professor of International Business in Adelaide Business School The 

University of Adelaide - Australia  

 

 

 

 

 

 

 

  

 

 

 

Prof. Hitoshi Mitomo  

Professor of Telecommunications Economics and Policy in Graduate School of 

Asia-Pacific Studies. Waseda University – Japan 

 

 

 

 

 

 

 

 

 

 

 

 

 

Dr. Tan Cheng Ling  

Associate Professor in Graduate School of Business, Universiti Sains 

Malaysia 

 

 

 

 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

8 

 

 

 

 

Dr. Krishnadas Nanath  

Associate Professor in School of Science and Technology Middlesex University – 

Dubai 

 

 

 

 

 

 

 

 

Dr. Andry Alamsyah  

Associate Professor in School of Economics and Business, Telkom 

University - Indonesia 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

9 

 

REVIEWER 

 

1. Dr. Adhi Prasetio, S.T., M.M 

2. Dr. Andry Alamsyah, S.Si., M.Sc 

3. Dr. Astrie Krisnawati, S.Sos., Msi.M 

4. Dr. Cahyaningsih, S.E., Ak., M.Si 

5. Dudi Pratomo, S.E.T., M.Ak., Ph.D 

6. Dr. Dwi Fitrizal Salim, S.M., M.M 

7. Dr. Fajra Octrina, S.E., M.M 

8. Heppy Millanyani, S.Sos., M.M., Ph.D 

9. Indira Rachmawati, S.T., M.S.M., Ph.D 

10. Dra. Indrawati, M.M., Ph.D 

11. Jurry Hatammimi, S.E., M.M., Ph.D 

12. Khairani Ratnasari Siregar, S.Si., M.T., Ph.D 

13. Dr. Majidah, S.E., M.Si 

14. Dr. Maria Apsari Sugiat, S.E.Ak., M.M 

15. Dr. Maya Ariyanti, S.E., M.M 

16. Dr. Nidya Dudija, S.Psi., M.A 

17. Dr. Ir. Nora Amelda Rizal, M.Sc., M.M 

18. Puspita Wulansari, S.P., M.M., Ph.D 

19. Dr. Putri Fariska Sugestie, S.Si., M.Si 

20. Ratih Hendayani, S.T., M.M., Ph.D 

21. Willy Sri Yuliandhari, S.E., Ak., M.M., Ph.D 

22. Yuhana Astuti, S.Si., S.E., M.T., M.Agr., Ph.D 

23. Rr. Rieka F. Hutami, S.M.B., M.M 

24. Grisna Anggadwita, S.T., M.S.M 

25. Elvira Azis, S.E., M.T 

26. Dr. Drs. Palti Mt. Sitorus, M.M 

27. Dr. Farida Titik Kristanti, S.E., M.Si 

28. Deannes Isynuwardhana, Ph.D 

29. Dr. Ratri Wahyuningtyas, S.T., M.M 

30. Suhal Kusairi, S.E., M.Si., Ph.D 

31. Dr. Ir. Ratna Lindawati Lubis, M.M 

32. Muhammad Azhari, S.E., M.B.A 

 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

10 

 

 

 

   

 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

11 

 

TOPICS OF CALL FOR PAPERS 

 

Digital-Based Management  

Big Data and Data Sciences  

Data Mining  

E-Business  

E-Government  

E-Governance  

Internet of Things 

 ICT for Society  

Human Computer Interaction  

Operations and Quality Management  

Performance Management  

Green Marketing  

Consumer Behavior 

 

Strategy, Entrepreneurship, Economics  

Economics and Policy Studies  

Start Up and Small Business Development  

Human Capital and Talent Development  

Knowledge Management  

Strategic Management and Decision Making  

Innovation Management 

 

 

 

 

 

 

 

 

 

 

Finance and Corporate Governance 

Corporate Finance  

Capital Market and Investment  

Financial Technology  

Market Discipline  

Behavioural Finance  

International Finance  

Risk Management  

Market Microstructure  

Business Ethics  

Corporate Social Responsibility Sustainability  

Islamic Finance 

Accounting  

Financial Accounting  

Accounting Information System  

Managerial Accounting  

Capital Market  

Public Sector Accounting  

Islamic Accounting in banking  

Social Accounting 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

12 

 

TABLE OF CONTENTS 

 

SCIENTIFIC COMMITTEE ........................................................................................................................ 4 

ORGANIZING COMMITTEE ..................................................................................................................... 5 

PREFACE .................................................................................................................................................. 6 

1. Introduction Of Seminar & Conference ..................................................................................... 7 

2. Proceedings of International Conference on Sustainable Collaboration in Business, 

Technology, Information and Innovation (SCBTII) ............................................................... 10 

TOPICS OF CALL FOR PAPERS .............................................................................................................. 11 

TABLE OF CONTENTS ............................................................................................................................ 12 

RUNDOWN OF SCBTII 2022 (ONLINE CONFERENCE) ......................................................................... 23 

PRESENTATION SCHEDULE – FAS 1 ..................................................................................................... 25 

PRESENTATION SCHEDULE – FAS 2 ..................................................................................................... 26 

PRESENTATION SCHEDULE – FAS 3 ..................................................................................................... 27 

PRESENTATION SCHEDULE – FAS 4 ..................................................................................................... 28 

PRESENTATION SCHEDULE – FAS 5 ..................................................................................................... 29 

PRESENTATION SCHEDULE – FAS 6 ..................................................................................................... 30 

PRESENTATION SCHEDULE – FAS 7 ..................................................................................................... 31 

PRESENTATION SCHEDULE – FAS 8 ..................................................................................................... 32 

PRESENTATION SCHEDULE – IBM 1 .................................................................................................... 33 

PRESENTATION SCHEDULE – IBM 2 .................................................................................................... 34 

PRESENTATION SCHEDULE – IBM 3 .................................................................................................... 35 

PRESENTATION SCHEDULE – IBM 4 .................................................................................................... 36 

PRESENTATION SCHEDULE – IBM 5 .................................................................................................... 37 

PRESENTATION SCHEDULE – IBM 6 .................................................................................................... 38 

PRESENTATION SCHEDULE – SHEE 1 .................................................................................................. 39 

PRESENTATION SCHEDULE – SHEE 2 .................................................................................................. 40 

PRESENTATION SCHEDULE – SHEE 3 .................................................................................................. 41 

PRESENTATION SCHEDULE – SHEE 4 .................................................................................................. 42 

PRESENTATION SCHEDULE – SHEE 5 .................................................................................................. 43 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

13 

 

1. Analysis Of The Impact Index Of Human Development In The Province Of East Kalimantan 

And Factors Influencing It ...................................................................................................... 44 

Luqyana Widy Indria Husna and Dr. Daryono Soebagiyo, M.Ec 

2. Analysis of Determinants of Indonesian Coffee Exports to the United States Period 2001-

2020 ......................................................................................................................................... 52 

Mei Sopiani and Eni Setyowati  

3. Poverty and Population: Evidence Using Panel Data Approach in Gorontalo ........................ 61 

Yusnia Solikah  and Salma Audiena Alfaizah  

4. Analysis of the Effect of Minimum Wage, Investment, and Human Development Index on 

Labor Absorption in the Semarang Karesidenan Region in 2017-2020 ................................. 68 

A.Mira Putrinisih and B.Eni Setyowati 

5. Analysis of the Effect of Inflation, Minimum Wage, TPT, HDI on the Number of Poor People 

in East Java Province 2018-2021r .......................................................................................... 77 

Trisnika Alfina Putri and Dr.Daryono Soebagiyo,M.Ec 

6. Analysis Of Real, Export, And Import Exchange Value Impact On Indonesia's 1994-2019 

Trading Sheet........................................................................................................................... 85 

Rachmat Subiyantoro and Dr. Daryono Soebagyo, M.Ec 

7. Analysis of the Effect of Economic Growth, Education and Unemployment on Poverty in 

Semarang Residency in 2017-2019 ........................................................................................ 92 

Claurita Nur Khasana and Salma Audiena Alfaizah, S.E., M.E 

8. An Analysis of Factors Affecting Human Development Index: A Case Study in West Sulawesi

 ................................................................................................................................................ 103 

Intan Yulia Wanti  and Salma Audiena Alfaizah 

9. Micro and Small Enterprises Employee Productivity Analysis in the Post Pandemic Era: The 

Impact of Motivation and Work Environment ....................................................................... 112 

Intan Tenisia Prawita Sari, Wati Susilawati  and Mohamad Iqbal Abdul Rauf 

10. Analysis Of The Influence Of Monetary Policy On Inflation In Indonesia, 1997-2021. ....... 128 

Muhammad Nuzul Haidar Ghozi and  Dr. Daryono soebagyo, M. Ec  

11. Determinants Of The Human Development Index In Central Kalimantan Province ............ 135 

A. Istianah and B.Muhammad Arif 

12. Categorization Of Digital Cooperative Features Using Kano Model ...................................... 143 

Firman Edi Saputra, Kristina Sisilia and Yahya Peranginangin   

13. Analysis of the Wage, Investment, Human Development Index, and Number of Industry on 

Labor Productivity in East Java Province 2016-2020 ............................................................ 152 

Wahida Reza Mustika Wardhani, Maulidiyah Indira Hasmarini 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

14 

 

14. Analysis of The Effect Number of Industry, Population, and Value of Investment on 

Employment Opportunities in Kendal Regency ..................................................................... 158 

Muhammad Nabiel Ihza Ramadian, Ir. Maulidyah Indira Hasmarini, MP 

15. Analysis Of The Effectiveness And Variance Of Direct Expenditure at Garut Regency Fire 

Department ............................................................................................................................. 165 

Lina Nurlaela, Erik Kartiko, Dida Farida Latipatul Hamdah, Salwa Aulia 

16. Prototype Motorcycle Security System Using Arduino Based on Internet of Things 

Integrated With WhatsApp Application ................................................................................. 175 

Diqy Fakhrun Shiddieq, Rizky Febrianto, Dea Nurmastin Novianti, Fikri Fakhru Roji and Zildan Haryono 

17. Factors Affecting Consumer Perception Using E-Payments .................................................. 181 

Hedi Cupiadi, Wati Susilawati and Fitin Rawati Suganda 

18. Neural Network Algorithm For Classification Of Student Graduation In Faculty of 

Economics, University of Garut .............................................................................................. 188 

Fikri Fahru Roji, Agna Hilyah, Ridwan Setiawan, and Diqy Fakhrun Shiddieq 

19. Analysis of Financial Literacy Factors for SMEs ..................................................................... 194 

Eti Kusmiati, Virly Cahyani 

20. Public Sentiment Analysis of The National Movement Bangga Buatan Indonesia on Twitter 

Social Media Using Big Data Analytics ................................................................................... 201 

Ilham Pandika Haris Chandra and Arga Hananto 

21. Analysis the Effect of GDP, Income Inequality, Human Development Index, and 

Government Expenditure on Poverty in Regencies/Cities in Bali Province 2017-2021 period.

 ................................................................................................................................................ 214 

A.Dhila Dwi Anggie Nugroho and B.Sitti Retno Faridatussalam 

22. Analysis Influence Income Original Area, Fund Allocation General and Fund Allocation 

Special To Human Development Index in the Besuki Ex-Resident Area, East Java Province 

Year 2014- 2020 ..................................................................................................................... 221 

Rini Ilwida Wahyu Ningrum and Muhammad Arif 

23. Analysis Of The Effect Of Locally Revenue, Regional Shopping, And The Workforce On The 

GDP Of The Central Java Province In 2019-2020 Period ...................................................... 232 

A.Afidatul Iza and B.Maulidyah Indira Hasmarini 

24. How to Maintain Bank Customer Loyality .............................................................................. 241 

Siska Marlina, Fitri Syakinah, and Cepi Juniar Prayoga 

25. The Role of Nano Influencer in Strategic to Increase Promotion of Micro, Small, and 

Medium Enterprise (MSME) In Pandemi Covid 19 ................................................................. 247 

Megha Sakova, Vanesa Gaffar, Dini T.Alamanda, Puspo D. Dirgantari 

26. The Implementation of Village Financial System (SISKEUDES) in Supporting Village 

Financial Performance ............................................................................................................ 256 

M.Al Kautsar, A.A.Basit, R.N. Hasan and H.Fauziah 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

15 

 

27. Does The Self-Assessment System Run To Collect The Entertainment Tax In Garut? ......... 261 

M. Alkautsar, E.Harahap, M.D Ungkari, and G.D.Surachman 

28. Triple A and Supply Chain Integration: Literature Review from the Indonesian Automotive 

Industry .................................................................................................................................. 268 

Umari Abdurrahim Abi Anwar , Agus Rahayu, Asni Mustika Rani 

29. Impact of the Implementation of Fiscal Decentralization on Poverty Alleviation in 

Tanggamus Regency, Lampung Province in 2018-2020 ....................................................... 282 

Annisa Sekar Kinasih and Muhammad Arif  

30. Factors Affecting Income Inequality in West Java Province: A Panel Data Analysis ........... 290 

Khoirul Sidiq, Salma Audiena Alfaizah 

31. Core Values AKHLAK BUMN On Millenial Generation Job Satisfactions................................ 297 

Catur Priyadi, Emiliana Sri Pudjiarti,Joko Rizkie Widokarti, Syahrial Shaddiq 

32. Analysis of Economic Gap Between Districts in Bali Province in 2017-2021 ....................... 310 

Fatin Amalina 

33. Regulation Study of Implementation Digital Trade in Indonesia ......................................... 317 

A. Dr. Helni Mutiarsih Jumhur, S.H., M.H., B.Rizkia Feriska, S.T., C.Melati Sabila Putri, S.T. 

34. Perceived Fear Of COVID-19, Enjoyment, and Subjective Norms Effect Towards Intention to 

Use Online Grocery Shopping in Indonesia ........................................................................... 326 

Abi Satrio Pramono and Daniel Tumpal Hamonangan Aruan 

35. Predicting Employee Burnout Rate Using Neural Network ................................................... 341 

I. Hanif and A. Subroto 

36. Analysis of the Effect of Inflation, Money Supply, and Interest Rates on E-Money Circulating 

in Indonesia in 2013-2021 ..................................................................................................... 353 

Bryna Nisa Sapphira 

37. Cluster Prioritization in Advanced Metering Infrastructure Strategic Implementation 

Planning .................................................................................................................................. 362 

Erny Anugrahany and Athor Subroto 

38. Electronic Word Of Mouth (Ewom) And Consumers Trust To Buy In The Market Place: 

Shopee Platform Study Case .................................................................................................. 375 

Anggit Yoebrilianti, Ginta Ginting, Etty Puji Lestari, Tika Arundina 

39. Type of Industry, Company Size, Profitability, Environmental Performance and 

Environmental Disclosure in Kompas 100 Index Companies ................................................ 387 

Wahdan Arum Inawati, Tri Utami Lestari, Ruri Octari Dinata, Rr. Sri Saraswati, Ilham Ripana, Irsa 

Pramesti Rahmadani 

40. Influence of World Oil Prices, Corruption Perception Index, and Foreign Debt on 

Indonesia's Tax Revenue ....................................................................................................... 396 

Muhammad Rafi Muzakki, Maulidiyah Indira Hasmarini 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

16 

 

41. Prediction of Financial Distress from Transportation Sector Companies in South East Asia 

using SMOTE Support Vector Machine ................................................................................... 406 

Amanda Rizki Bagasta, Zaäfri Ananto Husodo, Ph. D 

42. Indonesia Pension Fund Asset Allocation During Financial Market Uncertainty Due to Covid-

19 Pandemic ........................................................................................................................... 418 

Rahmi Bunga Anggraini S,Si and Zaafri Ananto Husodo, Ph.D 

43. Analysis The Effect Of Education, Women's Health, and Labor Force Participation Rates on 

Poverty in Metropolitan Semarang in 2017-2021 ................................................................. 427 

Aji Kurniawan and Ir Maulidyah Indira Hasmarini., MP 

44. Operational Performance Efficiency and Financial Performance Efficiency of Aviation 

Companies in The Asia-Pacific Region During Covid-19 Pandemic ...................................... 433 

Febry Dhiya Ulhaq Fauzi, Viverita Viverita 

45. Analysis of Factors Affecting the Indonesian Sharia Stock Index on the Indonesia Stock 

Exchange (IDX) for the period of February 2014 – January 2022 ........................................ 448 

Supriyanto, Daryono Soebagyo 

46. Analysis Of The Impact Index Of Human Development In The Province Of Bali And Factors 

Influencing It .......................................................................................................................... 456 

Elisa Romadhona Devitasari, Ir. Maulidyah Indira Hasmarini,MP 

47. Pharmaceutical Firm Profitability : A Descriptive Analysis During The Covid-19 Pandemic in 

Indonesia ................................................................................................................................ 467 

Septiany Trisnaningtyas and Rofikoh Rokhim 

48. Regulation Analysis of Implementation Mobile Virtual Network Operator Business Model in 

Indonesia ................................................................................................................................ 474 

A.Dr. Helni Mutiarsih Jumhur, S.H., M.H, B.Rizkia Feriska, S.T 

49. Public Consumption Analysis Of Special Region of Yogyakarta With  Panel Data 2015-2019

 ................................................................................................................................................ 485 

Erlin Anggraini, Eni Setyowati 

50. The Influence Analysis of Economic Growth towards Zakat, Poverty level and 

Unemployment in Indonesia for the period 2018-2020 ........................................................ 495 

A. Nuzila Kholidah Alfath, B.Dr. Didit Purnomo,S.E.,M.Si, C. Fauzul Hanif Noor Athief, L.c., M.Sc 

51. Analysis Of Personal Information Disclosure To Mobile Wallet Applications Using Privacy 

Calculus Theory ...................................................................................................................... 504 

A. Dwi Riani Novitasari and B. Daniel Tumpal Hamonangan Aruan 

52. Analysis of Factors Affecting Non-Oil Gas Exports in Indonesia 2017-2021 ........................ 522 

Arsyi Asriawati, Dr. Daryono Soebagyo, M.Ec 

53. Te Resilience of The Agricultural Sector in Central Kalimantan ........................................... 530 

Dwi Martuti Kurnia Putri and Didit Purnomo 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

17 

 

54. E-Wallet Adoption of Indonesians Millennial Generation: The Roles of  Perceived Benefits as 

Mediating Variable .................................................................................................................. 540 

Abi Yusuf Nur Asida and Rini Kuswati 

55. Analysis of the Effect of Infrastructure Development on Economic Growth in East Nusa 

Tenggara ................................................................................................................................. 549 

Rini Yustika Sari  and Siti Aisyah 

56. Media Convergence And Covid-19 Pandemic: An Explorative Study Of The Perspective Of 

Media Workers At The Office Of PT. Media Televisi Indonesia ............................................. 558 

A. Gina Sara Melati and B. Kanti Pertiwi 

57. Text Mining Approach to Analyze User Response on Social Media Towards a Sales 

Promotion Program ................................................................................................................ 565 

Kana Nathania and Arga Hananto 

58. The Effect of Profitability on Firm Value in Manufacturing Companies Listed on The 

Indonesia Stock Exchange ..................................................................................................... 580 

Erik Kartiko, Dida Farida Latipatul Hamdah, Lina Nurlaela, Milda Apriliya Royani 

59. E-Filing and Tax Revenue: a Role of Digital Tax Socialization .............................................. 596 

Rifki Abdul Malik, Dendy Syaiful Akbar, Iyus Yustini and Thomas Aditya Ramdani 

60. Predicting The Occurrence of Top Rated Freelancers In Freelance Marketplace Using The 

Random Forest Algorithm ...................................................................................................... 608 

Muhammad Iqbal and Mone Stepanus Andrias 

61. Analysis Of The Influence Of The Number Of Seeds, Labor, And Land Area On Increasing 

Rice Production To Fulfill The Community's Food Bars Klaten District................................. 624 

Tesauna Ajeng Nur Hanifah and Maulidyah Indira Hasmarini 

62. The Influence Of Discount Prices And Store Attempt On Consumer Behavior In Purchase 

Decisions At Pt Alfaria Trijaya Tbk (Alfamart) ....................................................................... 634 

Anisa Lisara, Dani Usmar and Nurlela 

63. Performance Improvement Of Sepiring Geprek Msme Through  Human Resources 

Management And Improvement Of B2B Promotion Media ................................................... 642 

Juniar Rijatama 

64. The Effect of Investment Decisions on Firm Value in Manufacturing Companies Listed on 

The Indonesia Stock Exchange .............................................................................................. 651 

A.Dida Farida Latipatul Hamdah, B.Lina Kustika, C.Erik Kartiko 

65. Analysis of the Economic Potential of the Base Sector Using the Location Quotient to 

Improve Industrial Competitiveness in Ciamis Regency ...................................................... 666 

Nurdiana Mulyatini, Yusup Iskandar and Erna Rozalina 

66. Analysis of Factors Affecting Human Growth Index in North Maluku .................................. 677 

Aprilia Dwi Prastika, Dr. Didit Purnomo, S.E., M.Si 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

18 

 

67. Influence Analysis of Human Resource Development On Economic Growth in East Java 

Province in 2017-2021 ........................................................................................................... 686 

Triastuti Putri Sholeha, Dr. Didit Purnomo, S.E., M.Si 

68. Proposed Product Costing With ABC Method For E-Commerce of Organic Products ........... 696 

A. Trias Rachmatika, B. Timotius 

69. Performance Improvement Of Outsourced Government Employees Through Organizational 

Commitment And Organizational Citizenship Behavior (Ocbs)............................................. 705 

Elin Herlina, Cici Yulianti, Deden Syarifudin 

70. Firm Age and Performance: Evidence From Indonesia Islamic Bank ................................... 720 

Moch Romdhon, Resmi Afifah Fadilah, Winda Ningsih 

71. Analysis of the Effect of Inflation, Exchange Rates, Gross Domestic Product and Net Exports 

on Indonesia's Balance of Payments in 1995-2020 .............................................................. 724 

A. Titania Agustin  and B. Eni Setyowati  

72. Examining Perceived Benefit of Online Behavioral Advertising on Behavioral Intention .... 735 

Elgina FM Manalu and Daniel Tumpal Aruan 

73. Factors Affecting Income Inequality In The Province Of South Kalimantan 2017-2020 ..... 749 

A.Yuniar Puspita Dewi and B. Eni Setyowati 

74. The Effect Of The Number Of Unemployment, The Number Of Population And The Literature 

Rate On Poverty Rate In Indonesia 2016-2020 .................................................................... 756 

A. Yasmine Rahma Sheva Surya Safira and  B. Eni Setyowati 

75. Analysis Of The Influence Of Gross Regional Domestic Product (GDP), Unemployment, And 

Education On Poverty In Central Java 2016 – 2020 .............................................................. 766 

A.Ibnu Ahmad Firmansyah, B.Eni Setyowati 

76. The Dynamics Of The Bureaucracy System And Gender Equality In Government - Civil 

Servant Alternative Perspective Study .................................................................................. 773 

A. Kurniawati Santi Andriani and B. Kanti Pertiwi 

77. Customer Trust In The Use Of Shopeepay And Their Impact On Millennial User Satisfaction 

In The Covid-19 Era ................................................................................................................ 787 

Athiya Noura, Wati Susilawati, Rahyuni Setiawan  and Teni Andriani Dewi  

78. Factor that Drives Organic Food Purchase in Indonesia: SOBC Framework ........................ 799 

Andi Rachman Putra and Rifelly Dewi Astuti 

79. Analysis Talent Management Public Service Agency (Lembaga Manajemen Aset Negara) . 815 

Henny W Napitupulu, Mone Stepanus  

80. The Optimization of Campus Website in Knowledge Management System ......................... 825 

Nana Darna, Iwan Setiawan, Ade Risma 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

19 

 

81. Virtual Tourism: Virtual Reality as Reference Sustainable Tourism ..................................... 831 

Aflit Nuryulia Praswati, Dina Nur Yahya, Helmia Khalifah Sina 

82. The Leadership In Indonesia: Students’ Perception ............................................................. 840 

Nana Darna, Mukhtar Abdul Kader, Wiwin Setianingsing, Wahyu Wahyudin, Destia Isro Mirajanti 

83. Analysis Of The Role Original Local Government Revenue On Economic Growth Of Garut 

Regency: Moderating Variable Tourism ................................................................................. 851 

Hani Siti Hanifah, Erik Kartiko, Irma Rosmayati, Imas Purnamasari 

84. Analysis of the Effect of Population, GRDP Growth, and Unemployment on Poverty in the Ex 

Residency of Pati in 2017-2020 ............................................................................................. 857 

A.Fany Putri Agustina and B. Eni Setyowati 

85. Accuracy Analysis Of Government Program In Poverty Reduction In Sukoharjo Bulu District 

2017-2021 .............................................................................................................................. 866 

Zainufiqh Ali Mukti and Eni Setyowati 

86. The Importance Of Digital Product Presentation To Drive Behavioral Intention In The 

Context Of Digital Commerce ................................................................................................. 873 

Indah Abudiman, B.BA and Dr.Nurdin Sobari  

87. The Impact Of Covid19 On Firm Investment: Evidence From Indonesia ............................. 887 

Resmi Afifah Fadilah, Mochamad Romdhon, Winda Ningsih 

88. Factors Influencing Executive Compensation in Indonesia .................................................. 891 

Dhian Wahyuni, Nur’ain Maghfira, Dinda Novarina, Banin Ufiana, Pascalina Sindi, Tio Daresta 

89. Green Marketing Segmentation Across Emerging Economies .............................................. 899 

A.Diyan Fariha Rosyidah 

90. Analysis of The Influence of Foreign Investment, Domestic Investment, Agglomeration and 

Labor on Economic Growth In The Province of West Java In 2018-2020 ............................ 910 

A.Citta Prastyani Putri, B.Maulidyah Indira Hasmarini 

91. Effect of e-Service Quality and Perceived Risk on Customer e-Loyalty : Mobile Apps 

Familiarity Moderation ........................................................................................................... 919 

Rut Cahaya Hutapea, T. Ezni Balqiah 

92. Challenges and Obstacles to Implementing Gender Mainstreaming Policies in Building 

Gender Equality ...................................................................................................................... 942 

A. Mayangsari Wilandini and B. Budi. W. Soetjipto 

93. Analysis Of Factors Affecting Economic Growth In  Lampung Province 1999-2020 ............ 947 

A.Dia Mekar Sari and B.Eni Setyowati 

94. Exploring Indonesian Consumers’ Attention Toward Online Food Delivery Service Usage 

During COVID-19 Pandemic: A Topic Modeling Approach. ................................................... 951 

T. Nugroho and A. Hananto 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

20 

 

95. Generation-Z Behavior: Social Media Marketing vs Brand Image ........................................ 963 

R.Nurhasan, T.Hermina and H.Fauziah 

96. The Effect of Good Corporate Governance Characteristics on Company Financial 

Performance (Study on Mining Companies listed on IDX 2015-2020) ................................. 971 

Faiz Muhammad, Viverita 

97. Does Educating Customers Increase Loyalty Toward Digital Banks? ................................... 984 

Jefry Hartanto Kurniawan and Triana Hadiprawoto, PhD  

98. The Effect Of Financial Literacy, Financial Inclusion, And Financial Behaviour On 

Investment Decision Of WRAP Entrepreneurship Students ................................................ 1009 

Hanna Syaghofa and Aldilla Iradianty 

99. The Effect of Platform Characteristics, Reward Recognition, and Customization on 

Customer Loyalty Intention of MSMEs Culinary Products in Food Delivery Applications .. 1021 

Agung Dwi Saputra, Gita Gayatri  

100. The implementation of The Decoy Effect Marketing Strategy of PT Telkomsel on Purchase 

Decisions in Garut ................................................................................................................. 1037 

Wufron, D.A.Kurniawan, R.Nurhasan  and W.Susilawati 

101. Impact Analysis of Government Debt Issuance on Corporate Debt in Emerging Countries 

from 2010 to 2019 ................................................................................................................ 1046 

Christian Jonathan Hadipraja, S.E. and Arief Wibisono Lubis, Ph..D. 

102. Optimalization of Digital Marketing Channels and Online Sales Channels To Increase 

MSME's Brand Exposure ....................................................................................................... 1061 

Taufiq Rachman Hidayat and Yeshika Alversia 

103. The Effect of Family Ownership On Tax Aggressiveness With Political Connections As A 

Moderation ............................................................................................................................ 1075 

Siti Rahma Siregar and Dahlia Sari 

104. The Effect of Korean Celebrity Endorsers and Online Marketplace Brand Congruence on 

Indonesian Consumers’ Purchase Intention ....................................................................... 1085 

Stefan Adrian Sitepu and Gita Gayatri 

105. The Effect of User Generated Content and Fear of Missing Out Towards Indonesian Mobile 

Gacha Gamers’ Purchase Intention ..................................................................................... 1097 

Dimitri Ismandana Utama Putera, Daniel Tumpal Hamonangan Aruan 

106. Causality Analysis between Economic Growth and Labor Absorption in Bali Province 2002-

2021 ...................................................................................................................................... 1112 

Siswo Baskoro  and Didit Purnomo 

107. Implementation of Digital Marketing Strategies in Vertex Studio ..................................... 1122 

Jordi Anggada Putra 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

21 

 

108. Implementation Of Admin Recruitment, Admin Sops, And Optimizing The Use Of Instagram 

As One Of The Customer Acquisition Efforts At Nurma Catering Smes After The Pandemic

 .............................................................................................................................................. 1139 

Tessa Viennie Setiawan 

109. Improvement In Operational Cost Efficiency And Increasing Net Profit In Duck Egg Farming 

MSME Business : Business Coaching Of Duck Egg Farming Business ................................. 1149 

Bayu Ari Sadewo 

110. The Effect of Good Corporate Governance and Ownership Structure on The Profitability of 

Companies Listed in The Jakarta Islamic Index .................................................................. 1156 

Dr. Ir. Nora Amelda Rizal, M.SAE, M.M, and Azmi Syakir Aprianto 

111. Analysis of Intellectual Capital Disclosure on the Kompas 100 Index in Indonesia .......... 1163 

Vaya Juliana Dillak, Syifa Denali Kairinnisa and Siska P Yudowati 

112. Analysis the Effect of Macroeconomics on Equity Mutual Funds Performance in Indonesia 

During the Covid-19 Pandemic ............................................................................................ 1174 

A.Thanthowie Jauharie, B. Eko Rizkianto 

113. Determinants of Capital Adequacy Ratio Before and During The Covid-19 Pandemic: 

Evience From Asean Banking Sector .................................................................................... 1184 

Mamat Rohimat and Viverita 

114. Model Of Msmes Behavior In Using Chatbot Technology: Indonesia’s Perspective .......... 1196 

Diah Aryani, Sabrina O. Sihombing, Shine Pintor Siolemba Patiro, Maklon Felipus Killa 

115. Factors Affecting Employment in the Tourism Sector: A Case Study from West Java Province

 .............................................................................................................................................. 1210 

Siti Aisyah and Salma Audiena Alfaizah 

116. Improvements of the layout of retail Store And Warehouse Facilities At SMEs In Pot Selling 

Shop ...................................................................................................................................... 1217 

Muhammad Arifin and Sisdjiatmo 

117. Estimating The Effect of Investment, Money Supply, and Interest Rates on Economic 

Growth in Indonesia in 2010-2020 ...................................................................................... 1225 

Cindi Prasestesia and Salma Audiena Alfaizah 

118. Marketing Plan Implementation in SME .............................................................................. 1231 

Yordi Hikmawan, Fandis Ekyawan 

119. Factors Affecting Continuance Intention to Reuse Telemedicine Apps .............................. 1238 

Elizabeth Stefani Sitohang 

120. Investigating the Effect of Brand’s Social Media on Consumer Purchase Intention .......... 1256 

Yanet Kemala Putri, Daniel Tumpal Hamonangan Aruan 

 



Sustainable Collaboration in Business, Information and Innovation 13th 2022 

22 

 

121. In Search of Leadership Competency Model for Millennials in Energy Sector: A Literature 

Review .................................................................................................................................. 1266 

Bently N. Tobing, Jann H. Tjakraatmadja, Donald C. Lantu, Henndy Ginting 

122. Pull Strategy Concept Implementation On MSME’s Social Media And E-commerce Digital 

Marketing For Sales Improvement ...................................................................................... 1282 

Jongkey Mulia and Yeshika Alversia 

123. The Analysis of Labor Absorption in the Industry Sector n Central Java Province 2015-2019

 .............................................................................................................................................. 1296 

S. Distika Safara, F. Sitti Retno  

124. Analysis of Urban Waste Collection System Planning at Zeri Waste Management Company 

in Jadetabek Using Shortest Route Method ........................................................................ 1309 

Kennand Jonathan Layman, Ratih Dyah Kusumastuti 

125. Penetration of Fish Meals via Food Delivery Applications: The Influence on the Intention to 

Cook Fish at Home ................................................................................................................ 1319 

Amalia. E. Maulana, Cecilia, E. Indriastuti, Deva, P. Setiawan 

126. The Role of Social Capital as Mediator of Financial Literacy and Financial Inclusion on 

Productive Age in Purwakarta Regency ............................................................................... 1332 

Haura Dyna, Astrie Krisnawati 

127. Analysis of the quality of Service Mobile Application Tukang Sayur.co .............................. 1346 

H. Rismanto, W. Susilawati, D. Aditama, and Wufron 

128. Poverty Factors in Grobogan Regency 2010-2020 Period .................................................. 1360 

Agus Purnomo 

129. E-Government and Corruption Indonesian Government Studies ....................................... 1369 

Dimas Bayu Putrantio, and Maulidyah Indira Hasmarini 

130.  Affecting Factor Analysis On Earning Management Of LQ45 Manufacture Company ....... 1386 

Desi Qoriah, Reni Dany Merliyana and Irma Rosmayanti 

 

 

 

  



297 

Sustainable Collaboration in Business, Information and Innovation 13Th 2022 

 

Core Values AKHLAK BUMN On Millenial Generation Job Satisfactions 

 

Catur Priyadi1, Emiliana Sri Pudjiarti2,Joko Rizkie Widokarti3, Syahrial Shaddiq4.  
1 School of Economic & Business Open University, Serang, Indonesia. 
2 School of Economic & Business 17 Agustus University, Semarang, Indonesia 
3 School of Economic & Business Open University, Jakarta, Indonesia. 
4 School of Economic & Business Cahaya Bangsa University, Banjarmasin, Indonesia 

 

Abstract 

The purpose of this study was to analyze the implementation of the performance of the Melenia generation of 

BUMN as for the five aspects of the AKHLAK Model. which stands for Amanah, Competent, Harmonious, Loyal, 

Adaptive, Collaborative, as protection of Core Values and Core Purpose change operating practices, specific 

goals and strategic BUMN solutions describe how to Accelerate Culture Transformation, and five aspects of job 

satisfaction, namely the work itself, work wage income, Careers, Bosses, Colleagues, while the characteristics of 

the millennial generation have three components: Intentions, Personality and Needs. Melania's generalization 

expectations of performance become a Beilef Brand, Moral Model, Characteristics of the Millennial Generation 

and job satisfaction. This research uses a descriptive qualitative approach. go directly to the field, act as observers 

with content analysis, data collection techniques with structured interviews and FGDs involving 5 participants 

with age criteria and part of the field of work in the millennial generation from 1980-2002 the subject of the 

research object is millennial generation employees in state-owned companies. From the results of the research, 

there are several new discoveries regarding the Implementation of the Moral Belief Brand Model which can be 

concluded in the aspect of Amanah. Lack of fulfillment of promises and commitments, lack of responsibility for 

task decisions and actions that do not pay attention to moral and ethical values. Competent aspects of the 

millennial generation are able to increase self-competence in challenges and changes, lack of helping others to 

learn. Able to complete the task well. The Harmonious Aspect of the millennial generation really respects other 

people's backgrounds and can build a conducive work environment. The Loyal aspect of the Melenia Generation 

does not pay attention to the good name of the Company, does not want to sacrifice for the company to obey the 

leadership if there is a need. The Adaptive Aspects of the Melenia Generation are in working quickly to adapt, 

continuing to make improvements following technological developments, in working proactively. Harmonious 

aspects of the normal millennial generation provide opportunities for colleagues to complete work, are open to 

working together to produce added value, and can utilize resources for common goals. The research resulted in 

new discoveries related to the moral belife brand as well as from several characteristics of the millennial 

generation in the aspect of job satisfaction and it was found that participants showed characteristics that were 

more concerned with material work values, and work experience had an individual nature of narcissism requiring 

clear superior direction. Job satisfaction The millennial generation tends to work to complete their own tasks and 

is not optimal. The level of effort carried out is easily disappointed and avoids risk. lack of work synergy and 

organizational support. Lack of understanding of the responsibilities of the bureaucracy is felt to be long and 

hampering. 

 

Keywords— Corporate Values AKHLAK Model; Millennial Generation; Job Satisfaction 
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I. INTRODUCTION 

 The more advanced the development of the world of technology and information, the industrial revolution 4.0 

and also the era of society 5.0 the more complex the way to run a business in this era. The way to manage a good 

and efficient company today is clearly different from the conventional way. This era full of challenges is also 

known as the VUCA era, an acronym consisting of: 

a. Volatility. Regarding things like about two mobile phone brands: Nokia and Blackberry. With the development 

of technological advances, mobile phones have turned into smartphones. A very drastic change that the two 

brands failed to follow its development and finally failed to compete and were evicted from the smartphone 

industry. 

b. Uncertainty. No stranger to mobile banking, with the decreasing frequency of customers visiting ATM 

machines that have been provided by banks. Currently, almost all transaction needs can be completed with a 

smartphone without knowing the place and time 

c. Complexity. Regarding the Go-Jek company, what type of company is it, it's very abstract, I'm sure it will be 

confusing to answer. neither a bank nor a transportation provider. 

d. Ambiguity (ketidakjelasan). Go-Jek's example is a testament to how complex and ambiguous the company is. 

able to carry out various functions able to compete to be better than the best. With the arrival of the Covid-19 

pandemic as well as being one of the actors, the VUCA era is coming faster.(Agustian, 2020) 

 About how BUMN prepare themselves to face the VUCA era with all its challenges. Can BUMN survive and 

survive until 2045 when the country is 100 years old? In the midst of a very severe storm, limited vision of the 

future, requires two very fundamental things. Namely compass and anchor. The compass as the north star helps 

determine direction, and the anchor is a tool to prevent the ship from being swallowed up storm. In BUMN, the 

compass is the vision and mission of the BUMN, while the anchor is the core values of AKHLAK. (Agustian, 

2020)  State-Owned Enterprises (BUMN) have a role as agents to meet the government's needs for independence, 

prosperity, sustainability, equity, and control the livelihoods of Indonesian citizens. The hope is that BUMN can 

be managed as accountable professionals. This is a joint commitment as a business entity, which is required to be 

able to provide added economic value in the form of tax dividends and economy in promoting national 

development.With the issuance of the Circular Letter of the Minister of State-Owned Enterprises of the Republic 

of Indonesia Number: SE-7/MBU/07/2020 dated July 1, 2020 concerning the Core Values of Human Resources 

of State-Owned Enterprises that every State-Owned Enterprise is obliged to implement The Core Values of 

Human Resources of State-Owned Enterprises as Corporate Culture are the basis for forming the character of 

human resources within the State-Owned Enterprises, Subsidiaries, and Consolidated Affiliated Companies. 

become the basic symbol of BUMN behavior. (KataData.com, 2022). 

 The ministry officially replaced the Core value on July 1, 2020. It is not just an image, it is a form of BUMN 

transformation. The modern visual core values created by the Ministry of BUMN are part of the commitment to 

involve millennial generation employees to become good mentors as well as emphasize the BUMN moral values 

at every step of the BUMN. The strategic role of BUMN in the progress of the nation, the welfare of the people 

makes this sector very vulnerable to political practices. (KataData.com, 2022). Therefore, the loyalty and 

credibility of human resources is the key to realizing the function of BUMN. Many employees or even BUMN 

officials go to prison just because they are related to corruption, collusion and nepotism, this is proof that so far 

human resources in BUMN have not prioritized morality. Core values Morals as the basis for welcoming the 

future in 2030 - 2040 Indonesia is predicted to experience a geographical bonus, namely the number of productive 

age population aged 15 years -64 years more than productive age population under 15 years and above 64 years. 

in this period the productive age population is predicted to reach 64% of the total population, projected at 297 

million people, the maximum benefit of abundant productive age human resources must be balanced with 

improving the quality of human resources in terms of education and competence, including its relation to morals 

at work. (Kusnandar, 2021) The Ministry of BUMN established a transparent Talent management system. In terms 

of occupying a position that has qualified and innovative performance, he is the one who has the right to occupy 

the position. BUMN in recruiting millennial talent, human resources. Good corporate actions will lead to a 

reputation and good name as fuel for the organization to remain sustainable and competitively superior.  

(KataData.com, 2022). In emphasizing human resources, SOEs cultivate an innovative work climate in order 

to create business opportunities that can make business breakthroughs in the era of the Industrial Revolution 4.0 

and also the future era of society 5.0 in order to produce individuals who are capable of competitive competence. 

(Maulamin et al., 2021). BUMN adapt to changes in managing human resources that can make it easier for BUMN 
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to produce competent talent in the face of changes in business models in the future that are real to face changes, 

prepare various future readiness human resource developments to face changes in management, business 

models.(B. E. Becker & Huselid, 2006) 

 Core values AKHLAK is the core of the company so that it becomes the mindset that is reflected in all 

company activities in the belief that the Brand is a connector for other Brand elements. although sometimes 

abstract, the existence of brand beliefs can inspire internal companies to communicate with employees and the 

market. (Clifton & Harter, 2019). Every company puts Barnd's belief in a company slogan or tagline. on the 

practice of Brand beliefs can be reflected directly in the behavior of the Company and employees that are constant 

and long term.(Baumgarth, 2010) 

 Core Values AKHLAK are usually applied to human resources, which are company assets that are the main 

source of the company in carrying out its functions. Thus the company is able to manage and maintain optimally 

owned human resources in order to achieve company success. (Jim Collins, 2020). Managing and maintaining 

human resources can be done by considering job satisfaction. Human resources themselves. Job satisfaction is an 

attitude and role related to aspects of work. Human resources are currently filled with workers in the millennial 

generation group and Generation Z is defined by (Buzza, 2017) generation born from 1980 to 2002 (Sparks 

Coburn & J. Hall, 2014) it is recorded that the millennial generation population in Indonesia reaches 34%, meaning 

that one third of Indonesia's population is the millennial generation at the age of the millennial generation, the 

most productive age.  (Ozcelik, 2015) based on the fact that the millennial generation has a lower level of job 

satisfaction than the older generation touring. (Rony, 2019) study or  Davinsi  payment also uses the same thing, 

many millennials feel the lack of job satisfaction is not appreciated at work . (Schroth, 2019). Job satisfaction is 

determined based on individual criteria and job characteristics. This is revealed in the individual characteristics 

of the work situation that determine a person's assessment of what should be in the job. Job characteristics have 

not been a determinant of the millennial generation's expectations for their future work, the working millennial 

generation is more willing to get big profits from future jobs than their previous jobs. In addition, the millennial 

generation refers to evaluating the experiences experienced by the millennial generation. (Madara et al., 2018) 

said that the millennial generation's expectations for work are influenced by the group that is used as a reference 

regarding the type of work and its appropriate conditions. Individual characteristic factors consist of behavioral 

values, personality traits and needs, values are individual beliefs in right and wrong behavior in work goals to be 

achieved and undesirable. (Papavasileiou & Lyons, 2015). Personality traits such as prominent self-esteem, 

aspirations as a reference for millennial generation job satisfaction. Self-esteem as a value assumes the extent to 

which the millennial generation is able to fulfill the requirements for carrying out tasks at work. Needs are 

everything that is needed to obtain prosperity. (Naim & Lenkla, 2016) Needs are important because individuals 

will want more work factors which are tools to meet needs in work, the need for awards can be met by various 

factors, one of which is recognition. (Nachiappan et al., 2014) represent importance in job satisfaction. Millennial 

generation employees have high job satisfaction and are good at achieving the goals and objectives set by the 

company. (Childs et al., 2015) 

 With good job satisfaction owned by millennial generation employees, it is hoped that organizational goals 

can be achieved. Aspects of the concept of employee job satisfaction is the result of a synergy of a number of 

factors, namely: (1) The work factor itself (Work itself) This satisfaction can be achieved when the work of the 

Millennial generation is in accordance with the interests and abilities of the employees themselves.  (2) Pay Factor 

Where the Millennial generation feels that the salary or wages they receive are in accordance with their workload 

and balanced with other employees who have the same tenure and rank level.  (3) Promotion Opportunities Factors 

Opportunities owned by the Millennial generation to increase their position in the organizational structure. 4) 

Supervision Factor Millennials feel they have a superior who is able to provide technical assistance and motivation 

5) Factors Coworkers Millennials are satisfied with their coworkers who are able to provide technical assistance 

and social encouragement.  (García et al., 2019b). 

 The character of the millennial generation brings knowledge on aspects of work to become a criterion for job 

satisfaction for the millennial generation. This study will explore how the core values of the AKHLAK. model . 

The character of the millennial generation and job satisfaction criteria. There are several previous studies related 

to the problem of this research, namely the performance of the millennial generation, previous research by. (Jang 

& Juliana, 2020) performance on millennial generation loyalty, using descriptive and verification methods. 

Research conducted by. (Kriswinahyu, 2020) which focuses on the influence of Generation Y organizational 

culture and performance on OCB (Oragniztions Chitizship Behavior). Researcher by (García et al., 2019a) the 

influence of organizational support commitment and performance as a factor in the work of the millennial 



300 

Sustainable Collaboration in Business, Information and Innovation 13Th 2022 

 

generation. Research by (Schwatka et al., 2020)  performance factors in generation Y jobs at Bank BCA. (Sparks 

Coburn & J. Hall, 2014) on the contribution to the level of performance how satisfied millennials are at work. 

(Pintaningdyah, 2017) also tries to uncover the effect of performance on millennials in Thailand. (Khadijah, 2019) 

Millennial generation performance in Malaysian multinational companies. (Noermijati et al., 2020) the influence 

of the performance of the millennial generation in Colombia. (Kim & Choi, 2018) the company's hallmark on 

performance and commitment by the millennial generation. (Ling et al., 2018) the perceived performance of the 

millennial generation in the nursing field. Based on several studies above, the performance of the millennial 

generation can be influenced by several factors at the level of maturity. The research above uses a lot of 

quantitative research methods to test the effect of some of the literature reviews above, there are several updates 

that can be done in this research to explore and assemble the implementation of the core values of the AKHLAK 

Model,  the job satisfaction criteria itself in the millennial generation where previous research has proven more 

factors that influence job satisfaction for the millennial generation. Based on the novelty, the researcher is 

interested in exploring the implementation of the core values of BUMN AKHLAK. Characteristics and criteria as 

a measure of millennial generation job satisfaction. With the implementation of BUMN AKHLAK and certain 

characteristics in the millennial generation. The novelty of this research will use a qualitative methodology with 

the object and subject of millennial generation workers in BUMN. Collecting research data using semi-structural 

interviews and FGD. The method used is research data analysis in the form of qualitative content analysis 

analyzing data in the form of text and clarified in certain categories with job satisfaction criteria in research 

focusing on job satisfaction aspects related to the core values of the AKHLAK Model in BUMN. 

II. LITERATURE REVIEW 

A. AKHLAK BUMN 

 AKHLAK become the basis for a successful achievement of the BUMN design to establish a world-class 

reputation. The reputation of BUMN companies is very important to achieve. Moreover, President Jokowi gave 

the mandate so that BUMN have a good reputation in the eyes of national and international. Borrowing a 

management science approach, (B. Becker & Gerhart, 1996)  that the formation of strategies for success 

begins with human resources (resource), (action), and (intent). In this case reputation becomes the goal 

(intent) the creation of a good organizational process (action), begins from AKHLAK (resource). A simple 

strategy formation is arranged in BUMN Indonesia, specifically BUMN, lots of smart and great people. But 

smart and great is not enough. Because capability alone is not enough. Capabilities must be in line with 

competence as the basis is behavior, this is where morality is the basis of competence. (core competency) must 

be owned by all employees of the millennial generation BUMN. Core competency coated core capability 

namely talent, intellectual can form a strong foundation based on human resources. (Marcus Buckingham& curt 

coffman, 2021) Human resources are the main key for organizations to achieve competitive advantage. With 

AKHLAK good millennial generation employees BUMN starting from the highest level to the lowest level, 

becomes a driving factor for good corporate behavior. 

 Loyalty and credibility of Human Resources (HR) as the key to realizing the function of BUMN. There are 

already many employees or even officials BUMN went to prison for corruption, collusion and nepotism (KKN). 

The practice of 'deposit' in BUMN, to the existence of a 'facilitator' in carrying out various projects. This is proof 

that human resources in BUMN have not prioritized morals. Now, BUMN are internalizing core values 

AKHLAK in all state-owned companies, all subsidiaries and even consolidated affiliated companies. Core values 

or new culture 

 AKHLAK it is an acronym for: Amanah, Kompeten, Harmonis, Loyal, Adaptif, dan Kolaboratif.  

process of finding  AKHLAK also carried out by conducting an inventory of all core values owned by 108 

companies BUMN(Agustian, 2020) 

 The results of research on all of these core values, SOEs found that in fact the core values were different. 

Sometimes a company calls it trust, while in other companies it calls it trust or honest, all that really is Amanah. 

One company calls it professional, another company calls it excellent, superior, smart, all of which means 

competent. what is the belief that if all employees BUMN work with good morals then BUMN will be able to 

make an optimal contribution to the nation with a good image, it fits if it is used as an acronym for core values 

AKHLAK. 
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a. Amanah: Hold fast to the trust given 

b. Kompeten: have the ability to work, always learn in developing capabilities 

c. Harmonis: Harmony, caring for each other and respecting differences 

d. Loyal: Dedicated and prioritizing the interests of the nation and state 

e. Adaptif: Continue to innovate, enthusiastic in moving, facing change 

f. Kolaboratif: Building a synergistic collaboration. (Maulamin et al., 2021) 

The Character of the Millennial Generation Raises Expectations on Job Satisfaction Aspects 

 The term millennial was first defined by Howel when a child was born in 1982 entering preschool (Sparks 

Coburn & J. Hall, 2014).  Merriam  Webster,  Millennial is a term derived from the word millennium, which is the 

period of a thousand years or people born between the 1980s and 1990s. millennial generation born between 1982 

and 2002 (Ertas, 2015) sources about the year of the millennial generation there are differences between them, 

but it can be concluded that the millennial generation is the generation born from 1982 to 2002. The millennial 

generation is often also called generation Y which is an abbreviation in English, namely "youth"(Schroth, 2019)  

 The millennial generation is a generation that was born together with technological developments with 

different characteristics compared to other generations. The characteristics of the millennial generation can be 

explained through their values, personality traits and needs,  (Childs et al., 2015) The millennial generation has 

values that are believed to be guidelines for behavior, values that are believed to focus on values that are important 

for the millennial generation in the workplace. The values in the workplace that are believed by the millennial 

generation are material ones such as wages, status, promotions and benefits as work priorities  (Buzza, 2017)  The 

millennial generation considers free time more important outside of work, compared to other generations 

(Madara  e t  a l . ,  201 8) . Overall, the millennial generation is more concerned with material things in their 

work. The millennial generation has inherent personality traits that distinguish it from other generations, namely 

individualism and narcissism (Naim & Lenkla, 2016) explaining the individualism of the millennial generation 

makes him focus on the rights of his own desires. There is an advantage with the individualism of the millennial 

generation, namely in treating others individually, it does not involve racial or gender actions in socializing  

(Andrade & Westover, 2018).   Millennials' narcissism makes you feel special. Narcissism has a bad side, which is 

a lack of soft skills needed to work in organizations. Millennials tend to criticize with anger and blame others for 

failure  (Clifton & Harter, 2019). as with individualists, narcissism also has the advantage that it makes them feel 

confident, visionary and friendly meaning this trait will fit when made a leader (Clifton & Harter, 2019; Nabyla, 

2016)2012). In addition to their values and personality traits, the characteristics of the millennial generation have 

a need for feedback from superiors  (Muliawati, Triyana & Frianto, 2020).   In the workplace, the millennial 

generation really needs feedback and wants to be given clear directions in solving problems and tasks. Millennials 

are used to giving feedback, so that the millennial generation thinks that their boss or supervisor at work will act 

dynamically. evaluation to improve performance (Rony, 2019),  Millennials need good feedback more than being 

negative. Millennials are afraid that this will affect their self-esteem (Madara et al., 2018)., The millennial 

generation needs certainty in the work structure and direction, always directed to seek approval and reinforcement, 

so that in the workplace it can lead to a tendency to always seek direction and guidance from superiors. These 

characteristics raise the millennial generation's expectations for their work. These expectations are considered 

unrealistic and disproportionate to their abilities and skills (Andrade & Westover, 2018). The study assessed that 

these expectations were acceptable and quite realistic. 

 The millennial generation has certain characteristics that can lead to expectations in the world of work, 

including job satisfaction. Expectations are individual beliefs and beliefs regarding things that should happen in 

certain conditions (Schroth, 2019) Parents of the millennial generation treat and educate with a culture that is easy 

and instant so that certain characteristics can be attached to the millennial generation from the beginning of life, 

the millennial generation is treated special, spoiled and even doesn't get rejected, banned by parents, teachers or 

adults (Madara et al., 2018).  It forms their seemingly limitless self-esteem (Nur khotimah 2020).  too selfish 

(Childs et al., 2015) Traits such as high self-esteem and narcissism can lead to higher expectations at work (Sparks 

Coburn & J. Hall, 2014) During the growth period of the millennial generation observing the values applied by 

parents when working, the Baby Boomers Generation applies the importance of Loyalty, commitment at work in 

the hope of obtaining success, the millennial generation observes what the Baby Boomers generation applies as 

parents in their work (Salim, 2021) This value is also important in implementing the expectations of the millennial 

generation.  
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 The millennial generation has expectations in the world of work, the millennial generation's expectations are 

considered too high and unrealistic because of the imbalance between abilities and expectations of their own 

abilities. (Papavasileiou & Lyons, 2015). Having high expectations in work that makes the millennial generation 

want to always look for jobs that can provide everything they want such as flexibility, high wages, get promoted 

in a short time  (Salim, 2021). The millennial generation wants a promotion within a short period of about 15 

months after entering work (Childs et al., 2015). The millennial generation expects to have good bosses who are 

able to communicate openly and positively (Khadijah, 2019). The millennial generation wants to have a variety 

of challenging and flexible tasks. And given the freedom to complete the work (Salim, 2021). Although the 

millennial generation is known to have high expectations on work, it is possible that the millennial generation has 

realistic expectations, revealing that the millennial generation has realistic expectations of wages when work is 

the first thing. Expectations that are based on important aspects of work related to job satisfaction, promotions, 

leadership, work wages, co-workers and the nature of the work itself, thus the expectations expressed by the 

millennial generation can be used as a series of millennial generation job satisfaction criteria. (Schroth, 2019). 

B. Job Satisfaction 

 

 Job Satisfaction is a positive assessment of the work and work experience that a person feels. Job satisfaction 

in this study, measured using the following dimensions: 

 

a. Work itself (Work itself) Millennials assume job satisfaction can be achieved if the work is in accordance 

with the interests and abilities itself. 

b. Rewards (Pay) Millennials feel that the salary or wages they receive are in accordance with the burden 

c. work and balanced with the same period of work and rank level 

d. Promotion Opportunities The Millennial generation has the opportunity to increase their position in the 

organizational structure 

e. Supervision Millennials want to have a superior who is able to provide technical assistance and 

motivation. 

f. Millennial Generation Coworkers are satisfied with their coworkers who are able to provide technical 

assistance and social encouragement. (Jang & Juliana, 2020) 

 

 

 

Fig 1. 

III. RESEARCH METHODOLOGY 

 In this study, the author uses the constructivism paradigm, "The constructivism paradigm is based on general 

thoughts about theory" (Creswell, 2013) Theories produced by researchers and constructivist theories are based 

on non-objective ideas and are constructed through a process of interaction between groups, communities and 

cultures. indicators as the basis for conducting research. The approach used in this study is a qualitative approach 

chosen because it is in accordance with the paradigm and problems chosen by the author. Qualitative research is 

research that examines quality, activities, situations, or materials with a strong emphasis on thorough descriptions 

in describing the details of everything that happens in a particular activity or situation.(Creswell, 2013) 

 As a social science research method that collects and analyzes data in the form of words (oral and written) 

human actions. (Creswell, 2013) The author does not attempt to calculate or quantify the qualitative data that has 

been obtained, thus does not analyze the figures. The method used is a descriptive qualitative approach. Research 

goes directly to the field, acting as an observer. This research is descriptive by describing and making a description 

of the Implementation of the AKHLAK Model Model. Characteristics and job satisfaction of the millennial 

generation of BUMN. The subject and object of the research is a millennial generation employee who is actively 

working at the working age of 25-35 years correspondent 5 millennial generation employees. In accordance with 

the purpose of writing this research, namely to modify the implementation of the AKHLAK Model on the job 

Core Values Model  

AKHLAK BUMN 

(Amanah, Kompeten, 

Harmonis, Loyal,Adaptif) 

 

Job Satisfaction Expectations Millennial Generation 

Characteristics (values, traits, personalities and 

needs) 

(Job, Rewards, Promotion, Supervision, Coworkers) 
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satisfaction of the millennial generation of BUMN. Meanwhile, the object in this study is the Ministry of BUMN. 

Data collection techniques used interviews and FGDs, both using Zoom and online. Test the validity of the data 

in qualitative research includes testing, credibility, transferability, dependability, and confirmability (Creswell, 

2013) Triangulation processing method,) says triangulation in credibility testing is checking data from various 

sources at various times. source triangulation, data collection technique triangulation, and time engulfed Source, 

Technique and Time. (Creswell, 2013). 

 

IV. RESULTS / FINDING 

A. Literature Study Result 

 

1. Core Values Model AKHLAK BUMN  Amanah  

 For the millennial generation of BUMN, it is difficult to do in their daily work habits, they feel that trust is 

important for their future progress, which must enter into their thoughts and work behavior as integrity, 

sincerity, consistency, and trustworthiness. The millennial generation of BUMN in fulfilling promises and 

commitments is very important. The millennial generation of BUMN does not want a bad reputation for fear 

of not being trusted, but in reality it is sometimes difficult to do this in the world of work. Likewise in being 

responsible for tasks, decisions, and actions taken such as arriving late to the office, working half-heartedly and 

prioritizing the pay, not completing assignments on time do not carry out the direction of the leadership, as a 

result the targets achieved are below expectations. The millennial generation adheres to moral and ethical 

values, sometimes the millennial generation likes to mumble when working, working with only "sincere" 

intentions, aka the goal is full, often baper in the office usually due to dating, and other problems outside of 

work in developing themselves very much. both because of the amount of information and knowledge that is 

easily available today. When building good relationships with other people, they interact very quickly online 

but in a direct manner it is still lacking and rigid, millennials are always dissatisfied with what they get at work. 

Always accept new things or challenges, work with variations, don't want to do the same thing. 

 

2. Kompeten  

 The millennial generation understands in increasing self-competence to answer the ever-changing challenges 

in every job, as in helping others learn is still lacking because of individualism in work but they have the belief 

that helping others can be a source of additional income, and assumes the people being taught have not of 

course become rivals, maybe even become partners. They sometimes complete tasks with good quality 

depending on their quality or mood, There will be a point when they feel very bored with the current life which 

results in a lack of performance shown at work. 

3. Harmonis  

 The millennial generation in terms of harmony at work is often perceived which results in misinformation, 

that's natural. Because the name one organization can happen, but if there is a problem they try and are less 

able to solve the problem. In work rights, when you get a job outside of your daily work, it still gives a negative 

impression. resulting in conflict disputes, this is the most common. The millennial generation respects other 

people's backgrounds and does not compare everyone in the work environment. 

4.  Loyal  

 The millennial generation in work related to the value of Loyalty they can maintain the good name of fellow 

employees, leaders, BUMN, and the State but in everyday work Employees never want to have an opinion, do 

not dare to say agree or disagree. Obedient only when seen. Does not respect office rules. Not liking and loving 

his work, willingness to make sacrifices to achieve a bigger goal is still lacking because it is an individual who 

puts his own interests first, especially the interests of the needs of daily life. They are very relatively obedient 

to the leader as long as it does not conflict with law and ethics. The millennial generation likes leaders who are 

able to motivate and inspire employees, Give sincere appreciation and praise, which means making others feel 

important to be honest and have integrity, dare to admit mistakes, and really listen and respect opinions. 

Listening with the ear and listening with the heart are different, when listening with the heart, then you really 

empathize. 
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5. Adaptif  

 For the Adaptive millennial generation, namely Innovation, Enthusiasm for change, and Proactive the 

millennial generation in working Quickly adapting to be better (do not think satisfied but always try to be 

better). The millennial generation at work can continuously make improvements following technological 

developments, and act proactively. But they fail to understand the change and its implications. Melanial 

generation has tolerance for change 

6. Kolaboratif.  

 The millennial generation in terms of collaboration, namely the willingness to work together and synergize 

for better results, is less felt due to its individualistic nature. Plus the behavior. Millennials at work Provide 

opportunities for all parties to contribute, Open in working together to generate added value. They can drive 

the use of various resources for a common goal. In working together, you don't see someone's background. 

B.  Job Satisfactions 

 The work factor itself for employees of the millennial generation of BUMN, the quality of work that has 

expertise in the IT field is important, due to the demands of a job completion system using IT based. The millennial 

generation is able to complete their tasks. The millennial generation in responding to their main duties and 

responsibilities, still lacks understanding so that in completing work assignments they become less professional, 

which results in maladministration and obstacles in completing work. For them, there is no systematic 

socialization with integrity in order to provide an understanding of the importance of organizational values and 

how to implement them in their daily work behavior. The millennial generation is still individualistic in their 

work.  

 The millennial generation does not understand or do not master the existing tupoksi related to their work, on 

the other hand there is also a millennial generation who has the habit of procrastinating work, there is still a lack 

of personal awareness to discipline and complete work effectively and efficiently. The millennial generation's low 

work motivation is caused by the need to increase welfare and refers to wages. The millennial generation in 

accelerating the completion of work assignments is still lacking due to their seriousness in working at will. Due 

to the lack of accountability and transparency in job descriptions between fields and daily work responsibilities, 

they still do what they like in their job duties. The millennial generation in terms of working time and attendance 

is often late in arriving so that the working hours are erratic, sometimes they come home late at night to complete 

their work assignments. In terms of the work system that. too complicated and takes a long time millennials are 

very selective in choosing a job and usually they avoid and choose jobs that are interesting, new and have 

challenges. In the work of the millennial generation, it is still not systemized according to the applicable rules, 

they move what is in front of them and are accepted, so that's what they do first, resulting in the system at work 

being slow to complete a complete job. 

 The millennial generation can adjust the main tasks of the organization, but in the main tasks of their work 

they work individually, because the millennial generation or the main tasks of the organization want to advance 

the organization. The millennial generation at work and their satisfaction feels the lack of coordination meetings 

and continuous work evaluations, so it is natural that their work responsibilities in personal work take precedence 

over work in the form of teams or organizational fields. The millennial generation in the job description of their 

respective job responsibilities already has a list of jobs according to their job achievements, as well as the 

connection between working the millennial generation working alone and individually, lack of togetherness. 

Melania generation in working individually, so that individuals work less optimally in this regard and become 

selfish in their own work. The millennial generation often makes mistakes in work contracts so that it affects the 

volume of work weight, for the millennial generation there are new and challenging jobs that they immediately 

take without thinking about the length of the impact. They tend to take risks when decisions are short on time 

which is their authority, in job satisfaction there is still overlapping of responsibilities and unclear instructions so 

that there is still behavior to avoid duties and responsibilities at work, the millennial generation assumes that all 

jobs must have risks for them. It's a normal thing, so that when they work and are still not firm enough, they take 

decisions or policies every time that hinders the target work that should be accomplished.  

 The millennial generation in their burdens and responsibilities, if there are activities in their unit or field, 

they usually look for safety and avoid risks. They prefer jobs that match their hearts or preferences and also new 

challenging jobs with new risks of responsibilities that are still not described. The millennial generation assumes 

that because work activities have been carried out in accordance with SOP and job descriptions and so they already 
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know what the risks will be and what needs to be done is to manage these risks, which will be accepted by the 

team, the field group, not their individual. on the importance of values that support work culture and lack of 

responsibility for the main tasks and functions. Their lack of understanding of this causes each individual to have 

unclear duties and responsibilities because the melanial generation lacks an understanding of organizational 

values, so that the melanial generation in interpreting the soul of the Corps has not been maximized, resulting in 

not feeling like they have the soul of the BUMN. the responsibility of the melanial generation is still the lack of 

comprehensive personal socialization about the value of BUMN and the lack of awareness of the millennial 

generation towards the concern of BUMN organizations. For the millennial generation, although socialization has 

been carried out and in textbooks, there are already clear guidebooks distributed to them, but in implementation 

it cannot be fully implemented because there is no understanding or lack of ability to carry out things that have 

become the provisions of applicable regulations and also carrying out herring activities have been carried out by 

the leadership every morning. The current condition of the melanial generation is required to work multitalented, 

have high integrity, master information.  

 However, implementation in organizations often lacks Human Resources even though BUMN are built based 

on prototypes based on decisions issued on the basis of government law. Therefore, as a logical consequence of 

the millennial generation, one of them is to provide support for making commitments and work achievement 

targets. Related  the workplace for the melanial generation is too far from where they live, and even having to be 

separated from their family results in often being late for office attendance as well as problems with focusing at 

work. The millennial generation considers that their work is often delayed because the tasks given overlap due to 

lack of human resources, there are still many additional tasks and protocol activities so that the main tasks are 

disrupted. And for work attendance, be present at the time of entering working hours at 08.00 WIB. The melanial 

generation still lacks personal and non-organizational awareness to complete work effectively and efficiently, in 

group work it is still not dynamic at work. In terms of work, the millennial generation is used to procrastinating 

even though they already have a motto AKHLAK. 

 Rewards for Employees The millennial generation of BUMN considers the need to improve facilities and 

infrastructure to support work so that they can complete their duties and responsibilities. For the millennial 

generation, it is considered necessary to have additional honors at all levels or work positions such as work 

allowances, health in order to support the smooth running of activities that have been programmed, such as in 

terms of providing additional honorariums and improving health services and the need to improve welfare such 

as work allowances, job allowances, housing. official vehicles and other facilities. Employees of the millennial 

generation of BUMN need an adjustment in salaries and work benefits based on the current needs index, especially 

for the level of staff level, in order to minimize the gap in the provision of job responsibilities that exist between 

staff and structural/functional officials. They consider that the reward for submitting and receiving the 

bureaucratic process related to additional wages or honorariums is a long and cumbersome process. Employees 

of the Generation of State-owned Enterprises for inadequate salaries or allowances are not evaluated in 

comparison to their needs, competencies and daily living needs. The millennial generation of BUMN employees 

in terms of assignment allowances, transportation and official travel are still lacking for transportation needs and 

food costs at work. All activities require a clear and adequate budget, especially for supporting facilities for the 

implementation of work tasks both within the city and to the region, the promotion opportunity factor. To improve 

health services, the necessities of life and transportation are not optimal because the infrastructure is still minimal. 

Budget assignment to regions  already there but still not good for the cost of lodging, transportation and meals. 

For the level of salary and honorarium still use the old rules so that they are still outdated and not updated, no new 

rules have been issued. Employees of the millennial generation of  BUMN, current welfare, especially office 

allowances, are still lacking. Employees of the millennial generation of BUMN consider that there is still a lack 

of welfare related to official homes, official vehicles and personnel security. The absence of official residences 

and transportation equipment for employees to pick up and drop, especially for those who live far from the office. 

Employees of the millennial generation of BUMN consider the performance allowances between structural or 

functional staff and officials to be very different, so this is what causes a decrease in morale and job satisfaction. 

Employees of the millennial generation of BUMN feel that at this time welfare is quite adequate, but for support 

in work, it needs addition and rejuvenation. 

 Employee Promotion Opportunity Factors The millennial generation of BUMN is related to career 

development and education, it is in accordance with the quality and quantity of work carried out by each employee, 

the procedures and requirements are too difficult and long. All activities require a clear and adequate budget, 

especially for supporting facilities for the implementation of work tasks both within the city and to the region, the 

promotion opportunity factor. According to the employees of the millennial generation of BUMN, there are still 
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employees who are placed in one position that is not in accordance with their competence. There are still many 

employees who are 50 and 60 years old, where current conditions require them to understand and carry out 

activities related to the use of technology or IT because there are still many who are ignorant of technology, which 

is different from the millennial generation of BUMN employees who are fluent in using technology and 

understand the use of technology and IT. in support of carrying out their work duties. Due to the fact that there 

are still employee positions that are not in accordance with the expertise possessed because taking office takes 

time. The old one was because finally employees who were aged 50 years and over who served as leaders both 

structurally and functionally. This resulted in the interest of the Millennial Generation Employees of BUMN 

declining because they had to wait a long time to become leadership officials due to the work process.  

 The millennial generation of BUMN employees in terms of careers related to education, further development 

facilities for career paths are determined by education because they have to carry out their level of education so 

they have to spend money and time to support their positions and ranks. In the career process, there is still an 

official who occupies his current position but does not have expertise in that field, because the position must be 

filled immediately so that it seems forced. Or the position is occupied by a person close to the leadership so that 

the job is held by an honorary or contract employee. Employees of the millennial generation of BUMN in their 

careers when officials place certain positions, both structural and functional, must pass several requirements. 

However, when carrying out many activities that do not fulfill formally related to education, on the other hand 

there are positions that must be filled immediately, eventually many officials whose competencies are not in 

accordance with the positions they occupy. The existence of vacant positions is due to the requirements. Lack of 

formal competency certification staff. Lack of personnel in the fields that are in accordance with their positions 

so that they are less able to control that, lack of understanding of duties and responsibilities and individualism 

factors. There is still a long time and bureaucracy to move up the career level, which is felt by the millennial 

BUMN employees. There is still an unequal distribution of personnel in every field and department. For 

employees of the millennial generation of BUMN, in terms of career, there is no position and there is still a lack 

of socialization about understanding how to do it in terms of career paths. In career-related work activities in terms 

of position determination, it has not been assessed by achievement. In the work and career path process, human 

resources are adequate, but there are certain positions that are vacant so that the work of the vacant position is 

covered by other officials so that there is a term double job. 

 Supervision for Employees The millennial generation of BUMN believes that there are still leaders who 

always dictate the work of their subordinates, they are not given the trust of their subordinates, and in their work 

are orders without explaining and practising, leaders are still not firm in making decisions and do not dare to 

reprimand their subordinates and provide sanctions both formal and informal. there are still leaders who appoint 

certain people to complete work that contains resilience and avoids risk responsibility in completing the work. 

Leaders in placing personnel positions are very subjective, not based on the competence of the person, but even 

for factors of closeness and friendship. For employees of the millennial generation of BUMN, there are still leaders 

or superiors who tend to only command and sometimes the orders are not clear, so the staff will explain and 

perceive it themselves. There are also leaders of discipline and responsibility as well as visionary managers. There 

are still leaders who do not or do not understand their duties and responsibilities so that they have a unclear vision 

of goals. There is still a leader, what he says is not the same as what he does. There is a leader who deserves to be 

made a adapila pantan who only reprimands and orders his subordinates. Employees of the millennial generation 

BUMN are happy to see the behavior of the leader living a simple life but not being stingy with his subordinates 

or members of his work team. Employees of the millennial generation of BUMN leaders already have the principle 

of leading by heart, even though they have high strength and power, but there are still some who still don't 

understand power management. Leaders in making decisions lack coordination so that the results are less than 

optimal and tend to have errors. There are still leaders who are afraid to make decisions to advance the 

organization. An employee of the millennial generation of BUMN stated that the current leader has passed the fit 

and proper test and assessment, there should be no more leaders who are less assertive and afraid to make decisions 

and avoid the risks of their work responsibilities. 

 The Co-Worker Factor The millennial generation of BUMN is related to co-workers, there are still 

employees or co-workers who take over their authority which is not their authority. The placement of employee 

personnel is not evenly distributed so that sometimes it hampers the harmony of teamwork and the arena of 

ignorance or inability to carry out their work responsibilities. There is still work that should be done in teams but 

is done individually in making SPM decisions, this results in less than optimal work results and tends to have 

errors. In colleagues, it is necessary to increase work synergy and work behavior that supports each other between 

all fields and departments even though each section has a different work pattern. In coworkers doing work 
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assignments, there is still overlapping responsibilities which are reinforced by unclear job completion directions, 

so that coworkers are still looking for safety and avoiding risky job responsibilities. work assignments are not 

completed due to the absence of coworkers for reasons of being far away and not having transportation costs to 

attend the office. In the case of co-workers, if there are colleagues or personnel who are passionate about 

innovating in their work and helping to coordinate fellow fields and departmental units in doing team work, there 

are still those who highlight negative things such as projects and others that generate more money for individual 

benefits. . At the time of determining the work program plan, budget, etc., there is a system in which work targets 

must be submitted together in terms of access to different fields or departments which cannot be completed 

directly. In carrying out the main duties of co-workers, they continue to carry out work with good teamwork so 

that the achievement of work is quite good and solid. In co-workers, there is inequality in human resources in the 

organization, resulting in inefficiency in the main tasks and work being carried out, the cause of which is the lack 

of human resources and the lack of competence in human resources, resulting in inequality of human resources 

which results in inequality in working with co-workers. 

 

V. CONCLUSION AND RECOMMENDATION 

  

 Based on the results of the research and discussion that have been described previously, the authors obtain the 

results as for some of the conclusions put forward with the core values of the BUMN AKHLAK Model, the 

characteristics of the millennial generation and job satisfaction are as follows: 

a. There are research findings related to the core values of BUMN AKHLAK. The value of trust for employees 

of the millennial generation of BUMN in fulfilling promises and commitments is considered very important 

because they are afraid of not being trusted with their reputation but in reality it is sometimes difficult to do at 

work. Likewise in being responsible for tasks, decisions, and actions taken late to the office. moral and ethical 

values sometimes the millennial generation in carrying out work is carried out depending on the situation and 

conditions at that time, the millennial generation is related Competent understands in increasing self-

competence to answer the ever-changing challenges in terms of work, as in helping others learn is still lacking 

due to the nature of individualism in work. The millennial generation in terms of harmony at work often has 

perceptions that result in misinformation. Millennial generation in work related to values Millennial generation 

loyalty can maintain the good name of fellow employees, leaders, BUMN, and the State but in everyday work 

it is still lacking, because it is related to individual interests and needs. For the millennial generation Adaptive 

is Innovation, Enthusiasm for change, and Proactive the millennial generation in working Quickly adapting to 

be better. The millennial generation in terms of collaboration, namely the willingness to work together and 

synergize to produce better results, is less felt due to the nature of its individualism and narcissism, 

overconfidence, which is too high and sometimes does not match its expectations in the real world. 

 

b. There are research findings related to the characteristics of the millennial generation in job satisfaction. The 

work factor itself for employees of the millennial generation of BUMN, the quality of work that has expertise 

in the IT field is important, due to the demands of a job completion system using IT based. The millennial 

generation is able to complete their task. Rewards for Employees The millennial generation of BUMN 

considers the need to improve facilities and infrastructure to support work so that they can complete their 

duties and responsibilities. For the millennial generation, it is considered the need for additional honors at all 

levels or work positions such as work benefits, health in order to support the smooth running of activities. 

Employee Promotion Opportunity Factors The millennial generation of BUMN is related to career 

development and education, it is in accordance with the quality and quantity of work carried out by each 

employee, the procedures and requirements are too difficult and long. Supervision for Employees The 

millennial generation of BUMN believes that there are still leaders who always dictate the work of their 

subordinates, they are not given the trust of their subordinates, and in their work they are commanded without 

explaining and practising, leaders are still not firm in making decisions. The Co-Worker Factor The millennial 

generation of BUMN is related to co-workers, there are still employees or co-workers who take over their 

authority which is not their authority. The placement of employee personnel has not been evenly distributed 

so that sometimes it hampers the harmony of teamwork. 
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