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5 CONCLUSION 

Based on the data and results collected and obtained that are showed in the 

previous chapter, it can be concluded that:  

1. Based on the demographic analysis, the majority of Daop 6 

employees are males ranging from the age of 22-35 years old.  

2. Based on the analysis on employees’ subjective well-being, it can be 

concluded that in general, employees in Daop 6 are satisfied with 

their life which indicating they are in a good subjective well-being.  

3. Based on the analysis on IWPQ, the task performance and contextual 

performance average score are higher than the counterproductive 

work behaviour. Since counterproductive work behaviour is harmful 

to the organization, it could be concluded that the result of IWPQ 

was good.  

4. H1 is accepted. The result shows that employees’ subjective well-

being has a positive and significant influence on their performance. 

Meaning that the better the employees’ subjective well-being, the 

better their performance are.  

5. The weight of subjective well-being influence on work performance 

is 49,9%.  

5.1 Research Limitation  

This research is using PT. KAI, specifically Daop 6 as the research 

object. As one of state-owned companies that operated across sizeable 
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stations from Yogyakarta to Solo namely Lempuyangan, Tugu, Klaten, 

Purwosari, Solo Balapan (Lupitasari, 2020). With a total of 1.273 active 

employees, it is extremely difficult to have number of samples that could 

represent close to the actual population. Besides that, the fact that this survey 

was distributed online made it impossible for the researcher to control the 

number of respondents. With limited time given by PT. KAI to distribute the 

survey, the researcher successfully managed to collect 31 samples.  

This research barely reached the minimum sample size requirement 

according to the rule of thumb by Uma Sekaran and Central Limit Theorem. 

With that being said, the sample size may affect the generalizability of the 

findings. Moreover, this research is using convenience sampling thus may 

also affect the generalizability of the result. In addition, the survey was 

distributed through a private employee group by Document Senior Supervisor 

in Daop 6 Lempuyangan Office. This means the respondents may derive from 

the same office location. The result may only reflect the situation in Daop 6 

Lempuyangan Office.  

5.2 Managerial Implications  

Based on the result of the descriptive statistics on each measure, 

there are a couple of suggestions that the writer would like to propose to 

PT. KAI Daop 6 Yogyakarta as an attempt to improve employee’s 

performance. The proposed suggestions are:  
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a. Considering the result in table 4.6, specifically in item 5, the 

company could improve employee’s time management. The 

management could invest in time management software that shows 

daily timetables, fixed schedule, and duty roster (ex: Any.do app). 

This type of software would help employees to focus on checking 

off their to do list of work as an attempt to improve their time 

management.  

b. Second, considering the result in table 4.7, specifically in item 13, 

the company could improve employee’s participation in decision 

making process such meetings or consultations. One of the ways to 

improve employee participation is to practice participative 

leadership. Participative leadership refers to a type of democratic 

leadership style where subordinates are intentionally involved in 

organizational decision making (Wang et al., 2022). The leaders 

could encourage their employees to join the discussion by asking 

his/her questions or inputs. They could also facilitate the 

employee’s idea by providing suggestions box and be more 

responsive towards their employee’s union (SPKA). 

5.3 Suggestions for Future Research 

1. This research sample size is considered minor compared to the 

population. Therefore, the researcher suggests the future research to have 

larger sample size.  
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2. This research is conducted on one organization. For future research, the 

researcher suggests making comparative research between 2 or more 

organization to have better insight on the effect of subjective well-being 

on work performance.  
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7 APENDIXES  

7.1 SPSS Validity Test Result  

Correlations 

  X01 X02 X03 X04 X05 Total 

X01 

Pearson 
Correlation 

1 .808** .699** .832** .713** .910** 

Sig. (2-
tailed)   .000 .000 .000 .000 .000 

N 31 31 31 31 31 31 

X02 

Pearson 
Correlation 

.808** 1 .776** .850** .616** .895** 

Sig. (2-
tailed) 

.000   .000 .000 .000 .000 

N 31 31 31 31 31 31 

X03 

Pearson 
Correlation 

.699** .776** 1 .833** .673** .882** 

Sig. (2-
tailed) 

.000 .000   .000 .000 .000 

N 31 31 31 31 31 31 

X04 

Pearson 
Correlation 

.832** .850** .833** 1 .646** .917** 

Sig. (2-
tailed) 

.000 .000 .000   .000 .000 

N 31 31 31 31 31 31 

X05 

Pearson 
Correlation 

.713** .616** .673** .646** 1 .849** 

Sig. (2-
tailed) 

.000 .000 .000 .000   .000 

N 31 31 31 31 31 31 

Total 

Pearson 
Correlation 

.910** .895** .882** .917** .849** 1 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000   

N 31 31 31 31 31 31 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlations 

  Y01 Y02 Y03 Y04 Y05 Y06 Y07 Y08 Y09 Y10 Y11 Y12 Y13 Y14 Y15 Y16 Y17 Y18 
Tota

l 

Y01 

Pearson 
Correlati
on 

1 
.758

** 
.758

** 
.790

** 
.812

** 
.751

** 
.684

** 
.757

** 
.697

** 
.509** .509** 

.620
** 

.601
** 

-
.140 

-
.097 

-
.193 

-
.024 

-
.045 

.662
** 

Sig. (2-
tailed)   .000 .000 .000 .000 .000 .000 .000 .000 .003 .003 .000 .000 .454 .605 .298 .899 .810 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y02 

Pearson 
Correlati
on 

.758
** 

1 
.791

** 
.783

** 
.858

** 
.677

** 
.587

** 
.717

** 
.776

** 
.464** .464** 

.694
** 

.574
** 

-
.162 

-
.119 

-
.079 

-
.110 

-
.121 

.636
** 

Sig. (2-
tailed) 

.000   .000 .000 .000 .000 .001 .000 .000 .009 .009 .000 .001 .384 .522 .672 .557 .518 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y03 

Pearson 
Correlati
on 

.758
** 

.791
** 

1 
.783

** 
.776

** 
.677

** 
.587

** 
.717

** 
.689

** 
.405* .405* 

.556
** 

.627
** 

-
.215 

-
.119 

-
.215 

-
.110 

-
.121 

.582
** 

Sig. (2-
tailed) 

.000 .000   .000 .000 .000 .001 .000 .000 .024 .024 .001 .000 .245 .522 .244 .557 .518 .001 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y04 

Pearson 
Correlati
on 

.790
** 

.783
** 

.783
** 

1 
.867

** 
.742

** 
.724

** 
.727

** 
.728

** 
.536** .536** 

.779
** 

.696
** 

-
.114 

-
.023 

-
.100 

-
.027 

-
.052 

.723
** 

Sig. (2-
tailed) 

.000 .000 .000   .000 .000 .000 .000 .000 .002 .002 .000 .000 .542 .902 .591 .884 .781 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y05 
Pearson 
Correlati
on 

.812
** 

.858
** 

.776
** 

.867
** 

1 
.794

** 
.664

** 
.743

** 
.763

** 
.611** .611** 

.748
** 

.764
** 

-
.163 

-
.022 

.062 .004 .014 
.781

** 
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Sig. (2-
tailed) 

.000 .000 .000 .000   .000 .000 .000 .000 .000 .000 .000 .000 .380 .905 .740 .983 .939 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y06 

Pearson 
Correlati
on 

.751
** 

.677
** 

.677
** 

.742
** 

.794
** 

1 
.549

** 
.510

** 
.532

** 
.529** .529** 

.657
** 

.649
** 

-
.231 

-
.121 

-
.094 

-
.008 

-
.040 

.626
** 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000   .001 .003 .002 .002 .002 .000 .000 .212 .516 .616 .966 .831 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y07 

Pearson 
Correlati
on 

.684
** 

.587
** 

.587
** 

.724
** 

.664
** 

.549
** 

1 
.829

** 
.753

** 
.530** .530** 

.819
** 

.803
** 

-
.192 

-
.132 

-
.127 

.017 
-

.025 
.671

** 

Sig. (2-
tailed) 

.000 .001 .001 .000 .000 .001   .000 .000 .002 .002 .000 .000 .301 .479 .497 .927 .894 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y08 

Pearson 
Correlati
on 

.757
** 

.717
** 

.717
** 

.727
** 

.743
** 

.510
** 

.829
** 

1 
.907

** 
.485** .485** 

.723
** 

.682
** 

-
.273 

-
.261 

-
.291 

-
.134 

-
.129 

.595
** 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000 .003 .000   .000 .006 .006 .000 .000 .138 .156 .112 .471 .490 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y09 

Pearson 
Correlati
on 

.697
** 

.776
** 

.689
** 

.728
** 

.763
** 

.532
** 

.753
** 

.907
** 

1 .549** .549** 
.789

** 
.685

** 
-

.228 
-

.146 
-

.127 
-

.076 
-

.059 
.665

** 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000 .002 .000 .000   .001 .001 .000 .000 .217 .432 .495 .684 .751 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y10 
Pearson 
Correlati
on 

.509
** 

.464
** 

.405
* 

.536
** 

.611
** 

.529
** 

.530
** 

.485
** 

.549
** 

1 
1.000

** 
.570

** 
.580

** 
-

.073 
.030 .072 .158 .160 

.693
** 
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Sig. (2-
tailed) 

.003 .009 .024 .002 .000 .002 .002 .006 .001   .000 .001 .001 .695 .874 .700 .397 .391 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y11 

Pearson 
Correlati
on 

.509
** 

.464
** 

.405
* 

.536
** 

.611
** 

.529
** 

.530
** 

.485
** 

.549
** 

1.000
** 

1 
.570

** 
.580

** 
-

.073 
.030 .072 .158 .160 

.693
** 

Sig. (2-
tailed) 

.003 .009 .024 .002 .000 .002 .002 .006 .001 .000   .001 .001 .695 .874 .700 .397 .391 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y12 

Pearson 
Correlati
on 

.620
** 

.694
** 

.556
** 

.779
** 

.748
** 

.657
** 

.819
** 

.723
** 

.789
** 

.570** .570** 1 
.858

** 
-

.109 
-

.060 
.015 .062 .010 

.747
** 

Sig. (2-
tailed) 

.000 .000 .001 .000 .000 .000 .000 .000 .000 .001 .001   .000 .561 .750 .935 .740 .958 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y13 

Pearson 
Correlati
on 

.601
** 

.574
** 

.627
** 

.696
** 

.764
** 

.649
** 

.803
** 

.682
** 

.685
** 

.580** .580** 
.858

** 
1 

-
.063 

.098 .123 .174 .136 
.799

** 

Sig. (2-
tailed) 

.000 .001 .000 .000 .000 .000 .000 .000 .000 .001 .001 .000   .738 .599 .511 .349 .464 .000 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y14 

Pearson 
Correlati
on 

-
.140 

-
.162 

-
.215 

-
.114 

-
.163 

-
.231 

-
.192 

-
.273 

-
.228 

-.073 -.073 
-

.109 
-

.063 
1 

.878
** 

.696
** 

.771
** 

.771
** 

.342 

Sig. (2-
tailed) 

.454 .384 .245 .542 .380 .212 .301 .138 .217 .695 .695 .561 .738   .000 .000 .000 .000 .060 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y15 
Pearson 
Correlati
on 

-
.097 

-
.119 

-
.119 

-
.023 

-
.022 

-
.121 

-
.132 

-
.261 

-
.146 

.030 .030 
-

.060 
.098 

.878
** 

1 
.838

** 
.786

** 
.815

** 
.461

** 
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Sig. (2-
tailed) 

.605 .522 .522 .902 .905 .516 .479 .156 .432 .874 .874 .750 .599 .000   .000 .000 .000 .009 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y16 

Pearson 
Correlati
on 

-
.193 

-
.079 

-
.215 

-
.100 

.062 
-

.094 
-

.127 
-

.291 
-

.127 
.072 .072 .015 .123 

.696
** 

.838
** 

1 
.715

** 
.751

** 
.437

* 

Sig. (2-
tailed) 

.298 .672 .244 .591 .740 .616 .497 .112 .495 .700 .700 .935 .511 .000 .000   .000 .000 .014 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y17 

Pearson 
Correlati
on 

-
.024 

-
.110 

-
.110 

-
.027 

.004 
-

.008 
.017 

-
.134 

-
.076 

.158 .158 .062 .174 
.771

** 
.786

** 
.715

** 
1 

.966
** 

.538
** 

Sig. (2-
tailed) 

.899 .557 .557 .884 .983 .966 .927 .471 .684 .397 .397 .740 .349 .000 .000 .000   .000 .002 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Y18 

Pearson 
Correlati
on 

-
.045 

-
.121 

-
.121 

-
.052 

.014 
-

.040 
-

.025 
-

.129 
-

.059 
.160 .160 .010 .136 

.771
** 

.815
** 

.751
** 

.966
** 

1 
.530

** 

Sig. (2-
tailed) 

.810 .518 .518 .781 .939 .831 .894 .490 .751 .391 .391 .958 .464 .000 .000 .000 .000   .002 

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

Tot
al 

Pearson 
Correlati
on 

.662
** 

.636
** 

.582
** 

.723
** 

.781
** 

.626
** 

.671
** 

.595
** 

.665
** 

.693** .693** 
.747

** 
.799

** 
.342 

.461
** 

.437
* 

.538
** 

.530
** 

1 

Sig. (2-
tailed) 

.000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .060 .009 .014 .002 .002   

N 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 31 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed).  
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7.2 Pearson R-Table 
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7.3 Permit to Conduct Survey  

  

 

 

 


