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Abstract 

This study aims to determine partially and simultanously the effect of motivation, competence and discipline 
on organization commitment to the Sidrap Regency Environmental Service.  This research is a quantitative 
research. The analytical method used is descriptive statistical analysis and multiple linear regression 
analysis. The results of the study indicate that the motivation variable  effect on employee commitment,  the 
competency variable has an effect on commitment. Employees, Discipline variable has an effect on 
employee commitment Simultaneously shows that the variables of Motivation, Competence and Discipline 
affect the Commitment of organization  
 
 Keywords: Motivation, Competence, Discipline, Commitment of Organization 
 
INTRODUCTION 

In Law no. 5 of 2014 concerning Civil Servants Article 10 states that the function 
of civil servants is as executor and glue and unifier of the nation. Then furthermore in 
Article 11 it states that civil servants are tasked with carrying out public policies blindly 
by civil service supervisors in accordance with statutory provisions, providing 
professional and quality public services and strengthening the unity and integrity of the 
Unitary State of the Republic of Indonesia. 

The Environmental Service as an institution responsible for environmental 
management in Sidrap Regency is required to further improve its performance so that the 
expected environmental quality can be achieved. For this reason, commitment from all 
existing employees is needed so that they are able to work well and comply with existing 
regulations. 

Several aspects of commitment that focus on what employees do for the 
organization include obedience to regulations, responsibility to the company, willingness 
to work together, sense of belonging and interpersonal relationships (Komang, 2017). 

Organizational commitment is a condition where individuals consider how far 
they want to maintain their membership in the organization. Behavioral organizational 
commitment based on the extent to which employees determine the decision to be bound 
by the organization is related to the loss if they decide to do other alternatives outside of 
work. In contrast to the attitude approach, the behavioral approach places more emphasis 
on the process by which employees develop organizational commitment to the Sidrap 
Regency Environmental Service. The lack of commitment for employees in Sidrap 
Regency can be seen from the level of work responsibilities, sometimes they are still 
concerned with personal interests, employees only complete their respective tasks and 
there is no cooperation orteam work strong enough to achieve organizational goals. 
Employees only think that their work is done and do not try to provide better and more 
optimal results. 

To achieve organizational goals, agencies need to increase employee commitment 
so that employee performance also increases, where a sense of obedience, responsibility 
and cooperation from employees, so that a sense of mutual ownership will arise and lead 
to employee commitment to the agency. Efforts that can be made by the Sidrap Regency 
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Environmental Service in forming employee commitment are a strong encouragement to 
remain a member of the agency, full acceptance of the agency's values and a positive 
work attitude. 

According to Maslow in Martiwi (2012: 47) states that motivation is based on the 
level of needs arranged according to priority of strength, needs at the lower level have 
been fulfilled, so the needs arise to fulfill the behavior of higher needs which can affect 
commitment. Motivation is very important for employees because it can influence each 
employee to complete the work given by the company so that they can achieve the desired 
company goals. From the results of observations made by researchers regarding work 
motivation, that the work motivation of employees at the Sidrap Regency Environmental 
Service is still low where some employees are less motivated to work. According to an 
interview with the Secretary of the Sidrap Regency Environmental Service, they did not 
receive direction and guidance from their superiors in their work, resulting in a buildup 
of work because they were often stalling for time and were not enthusiastic at work. As a 
result, work productivity owned by employees decreases. Motivation causes intensity, 
direction and individual persistence in efforts towards achieving goals. Providing proper 
motivation will be able to encourage people to be more enthusiastic in carrying out their 
work, so as to produce something better. The emergence of motivation is due to a need 
and therefore the action is directed at achieving certain goals. If the goal has been 
achieved, then you will feel satisfied. Behavior that has satisfied a need tends to be 
repeated, so that it becomes stronger. 

Motivation is the strength or encouragement that exists in employees to act 
(behave) in certain ways, this strength is in the form of an individual's willingness to do 
something or according to each individual's abilities. Motivation is formulated as a 
willingness to make high efforts to achieve organizational goals, which is conditioned by 
the ability of efforts to meet certain individual needs. According to Rivai (2015) 
motivation is a set of attitudes and values that influence individuals to achieve specific 
things according to individual goals. Motivation is the result of a number of internal and 
external processes for an individual that causes enthusiasm and persistence in carrying 
out certain activities. 

Motivation is a force, both from within and from outside that encourages a person 
to achieve certain predetermined goals. Motivation is one of the roles that must be carried 
out by leaders towards their subordinates. Leaders motivate employees to produce set 
performance, provide support, assist, and direct employees in completing their work, a 
leader must have the right way to motivate his employees to achieve high work 
performance. 

Another factor that influences commitment is employee competence. Competence 
at the Sidrap Regency Environmental Service is not optimal. Not yet optimal is caused 
by the low level of competence possessed by employees, namely there are still several 
employees who are not responsive to their duties and functions, so it is difficult to be able 
to work immediately optimally because they do not or have not prepared an effective and 
comprehensive activity plan, this is related to knowledge and skills as well as the 
experience shown on the task given. 

Civil Servants should continue to improve their competence and professionalism 
to support their duties and functions so that they are able to understand and implement 
laws and regulations in accordance with their respective main tasks and functions, 
because without a good understanding of their main duties and functions it will be 
difficult to achieve good performance and prime. Broadly speaking, Civil Servants are 
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not only as executors of public policy, but also as public servants and glue and unifier of 
the nation and state. 

Based on the results of observations and interviews that have been conducted, the 
researchers found a problem that caused employee commitment to the Sidrap Regency 
Environmental Service to be still low, namely low employee motivation, employee 
competence did not fully support commitment and low discipline could create better 
employee performance. . 

Based on the foregoing, this study will examine the effect of motivation, 
competence and work discipline on commitment with the research concept framework 
described as follows: 
 

Figure 1. Research Conceptual Framework: 
 

 

 

 

 

 

 

 

  

      

 

 
 

 

 

 

 

 

 

Motivasi  (XI) 

Indikator Motivasi  
Kebutuhan untuk 
berprestasi 
Kebutuhan untuk 
berafiliasi 
Kebutuhan Untuk 
kekuasaan 

(Rivai, 2015) 

 
Komitmen 

Organisasi (Y) 
          Indikator 

Komitmen Afektif 
Komitmen 
Berkelanjutan 
Komitmen Normatif 

(Allen dan 
Meyer dalam 

Darmawan (2013) 

Kompetensi (X2) 
Indikator  

Kompetensi Intelektual 
Kompetensi Emosional 
Kompetensi Sosial 

Moeheriono (2014) 

 

Disiplin (X3) 
 

Indikator  
Ketaatan terhadap 
peraturan 
Ketaatan terhadap jam 
kerja 
Bekerja sesuai prosedur 

Hasibuan (2017) 
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Based on the identification and formulation of the problem as well as the 
framework described above, several research hypotheses can be put forward, namely: 
1. It is suspected that there is a partial influence between motivation, competence and 

work discipline on organizational commitment at the Sidrap Regency Environmental 
Service 

2. It is suspected that there is an influence between motivation, competence and work 
discipline simultaneously on organizational commitment at the Sidrap Regency 
Environmental Service 

3. It is suspected that motivational factors have a dominant effect on commitment 
 
RESEARCH METHODS 

The research design uses survey research that takes samples from one population 
and uses a questionnaire as the main data collection tool (Singarimbun, 2014). The survey 
is a quantitative study that is used to examine the symptoms of a group or individual 
behavior. Survey research can be used for exploratory, descriptive, and explanatory 
purposes, namely to explain causal relationships and hypothesis testing, evaluate, predict 
or forecast certain events in the future, operational research and development of 
indicators. social. 

This research was conducted at the Sidrap Regency Environmental Service office 
with the consideration that the data and information needed were easier to obtain and 
more accurate and very relevant to the subject matter that was the object of this research. 
The time required for the research is 2 months, from March to April 2022. 

reliable (reliability). 
The analytical method used in this study is quantitative analysis with multiple 

regression analysis (Multiple Regression Analysis). Tests were carried out partially and 
simultaneously with independent variables on dependent variables and processed through 
the SPSS computer application program. 25.0. The analysis model of Multiple Linear 
Regression (Sugiyono, 2006) 
 
RESEARCH RESULTS AND DISCUSSION 
Results 

Hypothesis testing is done using regression techniques. The results of data 
processing can be seen in the following table: 

Table 1 Multiple Regression Results 
Model B T P (say) 

Constant 
Motivation (X1), 
Competency (X2)  

Discipline (X3) 

1.575 
0,409 
0,167 

0,214 

0,773 
5,121 
3,692 
3,442 

0.445 
0.000 
0.001 
0.002 

From the table above, the regression equation is obtained 
= 1.575 + 0.409 X1+ 0,167 X2 + 0,214 X3  

F Test (Simultaneous Test) 
In table 16 simultaneous testing (F test), intended to determine whether the 

variables Motivation, Competence and Discipline together have an influence on 
organizational commitment. 
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Table 17 F Test Results 

Model Sum  of 
Squars Df Mean square F P 

Regression 

Residual 

Total 

978.338 

101.373 

1079.711 

3 

34 

37 

326.113 

2.982 

109.337 0,000 

 
Based on table 16, the F statistic value is 109.337 with a significance value of 

0.000 which is less than 0.05. It can be seen that simultaneously there is a significant 
influence between Motivation, Competence and Discipline on Organizational 
Commitment at the Sidrap Regency Environmental Service. 

 
 

T Test (Partial Test) 
This test aims to examine the effect of the independent variable between 

Motivation and Competence whether or not it has a significant effect on organizational 
commitment at the Sidrap Regency Environmental Service at a significance level of α = 
5 percent separately or partially. The following are the results of testing the t-test 
hypothesis: 

Table 18 Partial Test Results 
Model B T P (say) 

Constant 
Discipline (X1), 
Competency (X2)  

Discipline (X3) 

1.575 
0,409 
0,167 

0,214 

0,773 
5,121 
3,692 
3,442 

0.445 
0.000 
0.001 
0.002 

Based on table 18 above it can be concluded as follows: 
1) InfluenceMotivationon organizational commitment at the Sidrap Regency 

Environmental Service based on the table above, a significance value of 0.000 <0.05 
is obtained, it is concluded that H1 is accepted, meaningMotivationhas a positive 
effect on the Commitment of the State Civil Apparatus at the Sidrap Regency 
Environmental Service 

2) InfluenceCompetenceon organizational commitment at the Sidrap Regency 
Environmental Service based on the table above, a significance value of 0.001 <0.05 
is obtained, it is concluded that H1 is accepted, meaningCompetencehas a positive 
effect on the Commitment of the State Civil Apparatus at the Sidrap Regency 
Environmental Service. 

3) InfluenceDisciplineon organizational commitment at the Sidrap Regency 
Environmental Service based on the table above, a significance value of 0.002 <0.05 
is obtained, it is concluded that H1 is accepted, meaningDisciplinepositive effect on 
organizational commitment at the Sidrap Regency Environmental Service. 

 
Beta Test and Coefficient of Determination (R2) 

The beta test is to test the independent/independent variables (X) which have the 
most dominant influence on the dependent/independent variable (Y) by showing the 
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variable that has the highest standardized beta coefficient. Based on the results of data 
processing using SPSS, it can be seen in the following table: 

Table 19 Beta Test Results 
Model Beta  Say 

Constant 
X1 
X2 
X3 

 
0,440 
0,311 
0,296 

0.445 
0.000 
0.001 
0.001 

Based on the results of standardized beta values, it is known that the variables 
which include Motivation, Competence and Discipline simultaneously influence 
organizational commitment. While the variable that has the dominant influence based on 
the highest beta value is the variable Motivation (X1). 

The coefficient of determination (R2) basically measures how far the model's 
ability to explain the variation of the dependent variable. R value2 which is close to one 
means that the independent variables provide almost all the information needed to predict 
the variation of the dependent variable (Ghozali, 2006). According to experts in Ghozali 
(2006) recommends using valuesadjusted R2 to measure the extent to which the model's 
ability to explain its independent variables. This is due to valueadjusted R2 can go up or 
down when an independent variable is added to the model. 

The results of the calculation of the adjusted coefficient of determination (R2) at 
the Sidrap Regency Environmental Service can be seen in Table 19 below: 

 
Table 19 Calculation Results for the Coefficient of Determination (R2) 

 
Model Summaryb 

Model 

 

R R Square Adjusted R Square 
Std. Error of the 

Estimate 
1 .952 .906 .898 1.72672 
a. Predictors: (Constant),  X3,X2, X1 
b. Dependent Variable: Y 

Based on the SPSS output in table 19 above it appears that from the calculation 
results the coefficient of determination (R2) at 0.906, this means the coefficient of 
determination of the effect of motivation (X1), Competence (X2) and Discipline (X3) on 
Organizational Commitment (Y) of 0.906 or 90.6% variation of State Civil Apparatus 
Commitment (Y) is influenced by Motivation (X1), Competence (X2) and Discipline (X3). 
While the remaining 9.4% is influenced by other factors outside this model. 
 
DISCUSSION 

In this study it was found that organizational commitment at the Sidrap Regency 
Environmental Service was in the high category, this indicates that civil servants have 
worked well in accordance with the main tasks of the relevant agencies. 

The results of the simultaneous statistical analysis show that there is a significant 
influence between motivation (X1), Competence (X2) and Discipline (X3) on 
organizational commitment to the Sidrap District Environmental Service . The research 
results are relevant to research conducted by Aris Tri Haryanto, Septiana Novita Dewi 
(2020), Fauzi Ridwan (2019), Nurlaely M. and Asri Laksmi Riani (2016), Yuyuk Liana, 
Rina Irawati (2017), and Yulia Andriani, Masyhudzulhak Djamil (2018) 
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In this section, we will discuss the influence of several factors that influence 
organizational commitment. The discussion of each of these variables is presented below. 

 
1. The Effect of Motivation on Organizational Commitment 

The results of the hypothesis test show that Motivation has a significant influence 
on Employee Commitment, this shows that Motivation has a direct effect on Employee 
Commitment. The results of this study are in line with the results of research conducted 
by Aris Tri Haryanto, Septiana Novita Dewi (2020), Fauzi Ridwan (2019 ), Nurlaely M. 
and Asri Laksmi Riani (2016), Yuyuk Liana, Rina Irawati (2017) and Yulia Andriani, 
Masyhudzulhak Djamil (2018) who found that motivation has a significant effect on 
employee commitment. 

Motivation is the strength or encouragement that exists in employees to act 
(behave) in certain ways, this strength is in the form of an individual's willingness to do 
something or according to each individual's abilities. Motivation is formulated as a 
willingness to make high efforts to achieve organizational goals, which is conditioned by 
the ability of efforts to meet certain individual needs. According to Rivai (2015) 
motivation is a set of attitudes and values that influence individuals to achieve specific 
things according to individual goals. 

Allen and Mayer (1998) in Sopiah (2008:23) classify commitment into three 
dimensions, namely: effective commitment, continuance commitment, and normative 
commitment. First, effective commitment (affective commitment), namely the 
employee's emotional involvement in the organization. This commitment is influenced 
and/or developed when involvement in the organization proves to be a satisfying 
experience. Organizations provide opportunities for someone to do a better job or 
generate opportunities to gain valuable skills. 

Second, continuance commitment, namely the involvement of commitments 
based on costs incurred as a result of workers leaving the organization. This motivation 
is influenced and or developed when individuals invest. The investment will be lost or 
reduced in value if the individual switches from the organization (Allen and Mayer, 1998 
in Sopiah 2008:24). Third, normative commitment, namely the involvement of workers' 
feelings towards the tasks in the organization. Normative commitment is influenced and 
or developed as a result of internalizing normative pressure to take certain actions, and 
receive benefits that give rise to feelings of obligations that must be reciprocated (Allen 
and Mayer, 1998 in Sopiah 2008:25) 

 
2. The Effect of Competence on Organizational Commitment 

The results of the hypothesis test show that competence has a significant effect on 
employee commitment. This indicates that competence has a significant effect on 
organizational commitment. The results of this study are in line with those conducted by 
Yulia Andriani, Masyhudzulhak Djamil (2018) who found that competence has a positive 
effect on employee commitment. 

Competence is the work ability of each individual which includes aspects of 
knowledge, skills and work attitudes that are in accordance with established standards. 
Competence is a combination of skills (skill), knowledge (knowledge), and behavior 
(attitude) that can be observed and critically applied to the success of an organization and 
work performance and employee personal contributions to the organization (Watson 
Wyatt in Ruky, 2018). Performance competence can be interpreted as the behaviors 
shown by employees who have perfect, consistent and effective performance compared 
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to employees who have average performance. The influence of competence on 
commitment can be seen from the level of competence which has practical implications 
in human resource planning. This can be seen from the description that knowledge and 
skill competencies tend to be more real and relatively on the surface of one of the 
characteristics possessed by employees. 

 
3. The Effect of Discipline on Organizational Commitment 

The results of the hypothesis test show that Discipline has a significant effect on 
Employee Commitment, this shows that Discipline has a significant effect on 
Organizational Commitment. The results of this study are in line with those conducted by 
Aris Tri Haryanto, Septiana Novita Dewi (2020), Fauzi Ridwan (2019), Nurlaely M. and 
Asri Laksmi Riani (2016), Yuyuk Liana, Rina Irawati (2017) who found that discipline 
has a positive effect on employee commitment. 

Discipline according to Sinungan (2012: 98), is a mental attitude that is reflected 
in the actions or behavior of individuals, groups or communities in the form of obedience 
(obedience) against the rules or regulations set by the government or the ethics, norms 
and rules that apply in society for a particular purpose. Discipline can also be interpreted 
as self-control so as not to do something that is contrary to existing rules and norms. 

The results of proving the significant influence of discipline on employee 
commitment are due to whether or not employees obey the regulations that are enforced 
(discipline) not because they are loyal to the organization but because employees are 
afraid of getting sanctions which result in demotion or transfer to a lower place. 
Regarding the discipline indicators used, based on the distribution of respondents' 
answers on the disciplinary variable, there are indeed quite a number of employees who 
deny the existence of sanctions and punishments, the firmness of leaders, and the 
fairness of regulations. However, it turns out that this is not strong enough to have an 
impact on commitment. This also proves that employees have shown discipline because 
regulations must exist in an organization and require employee obedience. Compliance 
with regulations is not the main cause of employee commitment 

To increase employee commitment, the problems of work discipline above should 
be overcome by increasing the sanctions and penalties that will be given to employees 
who violate them, increasing the firmness of the leadership in reprimanding employees 
who make mistakes, and providing justice for every employee. If these problems have 
been resolved, it can be concluded that it will increase employee commitment. 

4. The Most Dominant Variable Affects Organizational Commitment 
Based on the results of the standardized beta value, it is known that the variables which 
include Motivation, Competence and Discipline simultaneously influence the 
organizational commitment of the Sidrap Regency Environmental Service while the 
dominant variable that influences is the variable Motivation (X1). 

Motivation is a complex problem in change because the needs and desires of each 
employee are different. The Environmental Service needs to understand the motivation 
of its employees, because this factor will determine the way the organization achieves its 
goals, so that the behavior of its employees is in line with the vision and mission goals of 
the organization, there must be a harmonious mix between motivation and fulfilling their 
needs and the wishes of the organization. To meet the needs of employees, related 
institutions put it into policy. Agency policies that are in accordance with the needs, 
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efforts, desires and expectations of employees will have a positive impact on employee 
commitment (Halim, 2013) 
 
CONCLUSSION 

Based on the results of the research and discussion that have been stated above, 
several conclusions can be drawn as follows: 
1. Partially, it shows that the motivation variable has a dominant effect on employee 

commitment, this shows that the higher the motivation, the higher the organizational 
commitment to the Sidrap Regency Environmental Service. 

2. Partially shows that the Competency variable influences employee commitment, this 
shows that the higher ASN Competence will further increase the Commitment of 
State Civil Apparatus at the Sidrap Regency Environmental Service. 

3. Partially shows that the Discipline variable affects employee commitment, this shows 
that the better the ASN Discipline will further increase the Commitment of State Civil 
Apparatus at the Sidrap Regency Environmental Service. 

4. Simultaneously it shows that the variables of Motivation, Competence and Discipline 
have an effect on Organizational Commitment which means that, an increase in 
Motivation, Competence and Discipline will affect an increase in Organizational 
Commitment at the Environmental Office of Sidrap Regency by 90.6% 

 
REFERENCES 

AA. Anwar Prabu Mangkunegara. 2017. Manajemen Sumber Daya Manusia. Perusahaan. 
Bandung : Rosda. 

Alex, Nitisemito., (2015), Manajemen Sumber Daya Manusia, Pustaka setia,. Bandung 

Ardana, Komang dkk., 2012. Manajemen Sumber Daya Manusia, Yogyakarta: Graha 
Ilmu,  

Aswar. 2007. Reliability dan Validitas (3r ed). Pustaka Pelajar. Yogyakarta 

Betniar Purba, 2016. Analisis Faktor-Faktor yang Mempengaruhi Komitmen Karyawan 
Pada Karya Swadaya Abadi (Karsa) Medan” dalam Jurnal Manajemen dan 
Bisnis, Vol. 16, No. 2, UNIKA Santo Thomas SU  

Brigita Ria Tumilaar. 2015. The Effect Of Discipline, Leadership, And Motivation On 
Employee Performance At BPJS Ketenagakerjaan Sulut, Jurnal EMBA, Vol 3, No 
2. http://ejournal.unsrat.ac.id 

Cascio, W.F. 2008.Managing Human Resource.International Edition. McGraw Hall Inc : 
New York. 

Cooper, Donald R and C. William Emory. 2006. Metode Penelitian Bisnis. Terjemahan 
Edisi Kelima. Penerbit Erlangga. Jakarta. 

Dale, Timpe. 2013. Seri Manajemen Sumber Daya Manusia Kinerja, cetakan kelima. 
Jakarta: PT. Elex Media Komputindo. 

http://ejournal.unsrat.ac.id/


Proceeding of research and civil society Desemination 
“Management & Business Challenges in the Digital era” 

Monday-Tuesday, May 22-23, 2023 
 

[112] 

Desseler, Gary, 2007. Manajemen Sumber Daya Manusia. Edisi Indonesia. PT 
Prcnhallindo, Jakarta. 

DjatmikoYayat Hayati, 2008, Perilaku Organisasi, Cetakan Pertama Alfabetta. Bandung 

George R. Terry, 2016. Manajemen Sumber Daya Manusia,. Jakarta : CV Haji Masagung 

Gibson, James, L; John. M. Ivancevich dan J.H. Donelly, 2013. Organisasi dan 
Manajemen, Perilaku, Struktur, Proses. Terj. Djoerban Wahid. Jakarta : Erlangga 

Hadari Nawawi. 2017. Perencanaan SDM Untuk Organisasi Profit Yang. Page 2. 162. 
Kompetitif. Yogyakarta: UGM Press. 

Handoko 2017. Manajemen Sumber Daya Manusia. Edisi Revisi Jakarta Bumi Aksara. 

Hasibuan, Malayu, SP. 2017. Manajemen Sumber Daya Manusia, Bumi Aksara, Jakarta. 

Hatch, M J., 2007.Organizational Theory: Modem Symbolic and Postmodern 
Perspective. Oxford University Press. New York. 

Hersey, Paul, & Kenneth H Blancard, 2006, Manajemen Perilaku Organisasi; 
Pemberdayaan Sumber Daya Manusia,Terjemahan, Edisi 4, Erlangga, Jakarta 

Hofstede G, 2006. The Cultural Relativity Organizational Practices and Theories.Jurnal 
International Business Studies Fall. 

Johnson, Richard A., Lewin E. Ronsenzweig. 2007. The Theory and Management of 
System. McGraw-Hill. New York. 

Koontz, Harold. Cyril O’Donnell, dan Heinz Weihrich. 2011 Manajemen. Jakarta: 
Erlangga 

Koontz,H. 2009. Management : A Global Perspective, 10th edition. International Edition, 
McGraw-Hill, Inc., Singapore. 

Komang Sri Sutriniasih, 2017. Analisis Faktor-Faktor yang Mempengaruhi Komitmen 
Karyawan Pada Plasa Telkom Group Singaraja” dalam Jurnal Jurusan 
Pendidikan Ekonomi, Vol. 10, No. 2, Universitas Pendidikan Ganesha Singaraja,  

L. Mathis, Robert & H. Jackson, John. 2015. Human Resource Management (edisi 10). 
Jakarta : Salemba Empat 

Lilis, Sulastri. 2014. Manajemen Sebuah Pengantar Sejarah, Tokoh, Teori, dan Praktik. 
Bandung: La Goods Publishing 

Luthans, Fred, 2016. Perilaku Organisasi (Alih Bahasa V.A Yuwono, dkk), Edisi 
Sepuluh, Penerbit ANDI, Yogyakarta 

Manullang M., 2007, Dasar-dasar Manajemen, Penerbit Ghalia Indonesia, Jakarta 



Proceeding of research and civil society Desemination 
“Management & Business Challenges in the Digital era” 

Monday-Tuesday, May 22-23, 2023 
 

[113] 

Maslow,A. H. 2006. Motivation and Personality.Harper and Row. New York. 

Mink, P. Barbara, Owen, G. Keith, Mink, G. Oscar. (2006). Developing High 
Performance People: The Art of Coaching. Addison-Wesley Publishing 
Company. New York. 

Mondy, R. Wayne, Noe Robert M., 2016. Human Resource Management, Tenth Edition, 
Jilid I, Penterjemah Bayu Airlangga, M.M., Jakarta: Erlangga 

Naisbitt, John. (2001). High Tech High Touch. Finland: WS Bookwell. 

Putu Ivan Ady Paratama dan Wayan Mudiartha Utama, 2013. Pengaruh Penempatan 
Kerja dan Pengalaman Kerja serta Lingkungan Kerja Terhadap Komitmen 
Karyawan”, dalam Jurnal Manajemen, Vol. 2, No. 4, Universitas Udayana.  

Robbins, P. Stephen & Coutler, Mary. 2016. Human Resources Management, Edisi 16. 
Jilid 1. Jakarta : Salemba Empat. 

Rukmi Tien Martiwi, Triyono, Ahmad Mardalis. 2012.  Faktor-Faktor Penentu yang 
Mempengaruhi Komitmen Kerja Karyawan” dalam Jurnal Ekonomi Manajemen 
Sumber Daya, Vol. 13, No. 1, Universitas Muhammadiyah Surakarta. 

Sedarmayanti. 2014. Sumber Daya Manusia dan Produktivitas Kerja. Jakarta : Mandar 
Maju. 

Setiawan, Kiki, Cahaya., (2015). Pengaruh Motivasi Kerja Terhadap Kinerja Karyawan 
Level Pelaksana di Devisi Operasi PT. Pusri Palembang. Jurnal Psikologi Islami. 
1 (2): 43-53 

Siswanto, Sastrohadiwiryo. 2014. Manajemen Tenaga Kerja Indonesia.Pendekatan 
Administrasi dan Operasional. Jakarta:Bumi Aksara 

Steer, R.M. and porter R.W, 2013. Motivation and Work Behavior. New York: Mc Graw 
Hill. Revisi Edition 

Wibowo (2016). Pengaruh Motivasi Kerja terhadap Kinerja Karyawan pada PT. 
Gramedia Asri Media Cabang Emerald Bintaro. Computech & Bisnis, 119-127 

Aris Tri Haryanto, Septiana Novita Dewi (2020). Peran Kepemimpinan Efektif Dan 
Kedisiplinan Terhadap Komitmen Organisasi Dan Motivasi  Maslow Pada 
Kinerja Tugas Guru di Sekolah Dasar.  Jurnal Basicedu Volume 4 Nomor 4  Tahun 
2020 

 

Nurlaely M. dan Asri Laksmi Riani (2016). Pengaruh Disiplin Kerja, Motivasi Kerja,  
Kepuasan Kerja Dan Kompetensi Terhadap Komitmen Organisasi. Daya Saing 
Jurnal Ekonomi Manajemen Sumber Daya Vol. 18, No. 1, Juni 2016 



Proceeding of research and civil society Desemination 
“Management & Business Challenges in the Digital era” 

Monday-Tuesday, May 22-23, 2023 
 

[114] 

Fauzi Ridwan (2019). Pengaruh Disiplin Dan Motivasi Terhadap Komitmen Organisasi 
Karyawan  PT Pertamina Ep Asset 2 Field Prabumulih.  

Yuyuk Liana. 2017. Peran Motivasi, Disiplin Kerja Terhadap Komitmen Karyawan Dan 
Kinerja Karyawan Pada Perusahaan Air Minum Di Malang Raya. Jurnal 
Manajemen dan Akuntansi Volume 6, Nomor 1, April 2017 

Yulia Andriani, Masyhudzulhak Djamil  (2018). Pengaruh Kompetensi Dan Motivasi 
Tenaga Kesehatan Melalui Komitmen Organisasi Sebagai Variabel Intervening 
Terhadap Kualitas Pelayanan Di RSUD Cileungsi. Jurnal Indikator Vol. 3 No. 2 
Tahun 2018 

 
 


	INTRODUCTION
	RESEARCH RESULTS AND DISCUSSION
	DISCUSSION
	CONCLUSSION


