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Abstract

This research aims to analyze influences of job involvement, satisfaction, and organizational
commitment toward job satisfaction, organizational commitment and employee performance. This
research uses quantitative approach. Samples taken in this research are the employees of Sumber
Karya Barutama Trans, Co. Ltd as 96 people taken by using purposive sampling technique. Data
collection was taken by spreading questionnaires. The data analysis technique used SEM by PLS
program. This research show that: (1) job invelvement has significant and positive influences toward
employee job satisfaction; (2) job involvement has significant and positive influences toward
organizational commitment; (3) job satisfaction does not have significant influences toward employee
performance; (4) organizational commitment has significant influences toward employee
performance; (5) job satisfaction has significant influences toward organizational commitment; (6) job
involvement does not have significant influences toward employee performance.
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INTRODUCTION

Human resources are the important factors of determining the company successes in achieving the
purposes, because the successes and unsuccesses of company in achieving the purposes considerably
depend on the Human Resources abilities or the employees in conducting the duties given. Employee
abilities in conducting the duties can be seen through the performances, so employee performances
become very important things for company successes. Employee performances show someone’s
abilities in working. An employee is said to have good performances if having good job qualities in
completing each job given by the employer. Good employee performances are also identified by
employee abilities in completing the duties on timely as determined and they can achieve each target
that has been determined by the company, as expressed by Mangkunegara (2013) that employee
performances are the performance results in qualities and quantities that have been achieved by an

employee in conducting their duties according the responsibilities given.

High demands upon employee performances have surely become parts from each company, because
a successful company are not separated from the employee performances working in the company.
However, really, today, there are still many employees who have low performances, such as the
happened in the employees of Sumber Karya Barutama Trans, Co. Ltd. Based on the beginning
survey results, it also indicates that there are employees who still have low job involvement, so it
influences the employee performances such as seen from the result of the research conducted by
Azzahra and Maryati (20106). It was found that job involvement influences positive significantly

toward the performances.

Employees also need to get satisfactions in working, so it can impact on employee performance
improvement, Affandi (2016) stated that job satisfaction caused performance improvements, so
employees will be more productive in working. It means, when job satisfaction is felt by employee,
so he/she will work without burdens so it suppotts activities in working that can improve the
performances, such as Robbins and Judge (2016) who stated that the satistied employees will tend to
have high performances. Besides that, Archandar (2010) showed that job involvement has significant
contributions toward job satisfaction. Continuing commitments and career commitments have
significant contributions toward job satisfaction. Job satisfaction has significant contributions toward

employee performance.

Meilina (2016) added that job satisfaction gotten by employee will improve organizational
commitment. An employee who firstly slightly has organizational commitment, but after working,
really getting the rewards according to the valid determinations, so he/she will feel the interesting
things and get satisfactions. The case will cultivate to develop organizational commitment. The
research conducted by Folorunso et al (2014) showed that organizational commitment that consists
of affective, normative, and continnal ones will influence employee performance.

Based on the reviewed of theoretically and empirically literature, this research is conducted with the
purpose analyzing job involvement influences toward employee performances through job

satisfactions and organizational commitments in Sumber Karya Barutama Trans, Co. Ltd.
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LITERATURE REVIEWS

Job Involvement

Job Involvement is employee identification level by the job, actively participating in the job, and assuming
the performances in the job is more important for the goodness (Robbins and Coulter, 2012).
Whereas job involvement according to Robbins and Judge (2010) is level in which someone identifies
by some job, actively participating in the job, and considering important performances for self-value.
Employee by high job involvement level strongly knows trully and catres about the job types they

conduct.

Job Satisfaction

Job satisfaction refers to the attitudes usually showed by employees towatd their jobs. Job satisfaction
tends to considerably refer to characters than attitudes. Job satisfaction shows the suitabilities
between someone’s hopes that emerge and the rewards prepared by the jobs. According to Sutrisno
(2014) job satisfaction is the character of the employee towards the job related to work situations,

cooperation, rewards received, and the things related to psychological and physical factors.

Job satisfaction is a result from employee perception about how good performances they conduct in
giving the things valued as important (Luthans, 2006) or some positive feelings about someone’s jobs
are the results from a characteristic evaluation (Robbins and Judge, 2016). Mangkunegara (2013)
explained that job satisfaction is some feeling that supports or does not support the employees related
to the jobs and their conditions.

Organizational Commitment

Robbins and Judge (2016) defined commitment as some condition in which an individual takes side
with the organization and the purposes and the wishes for maintaining the members in the
organization. Organizational commitment according to Gibson cs in Rivai (2009) can be meant as
identification, loyalty, and involvement stated by employee in the organization or unit from the
organization, whereas according to William and Hazer in Rivai (2009), organizational commitment is

affective response in the organization entirely, then it shows some affective response in special aspect

of job.

Luthans (2006) meant that organizational commitment is character that shows employee loyalty and
continuing process of someone in expressing the attention for the organizational success. Low
commitment emerges problems for organizational parties, because commitment is expensive
commodity that determines the organizational success. Low commitment reflects less responsibilities

of someone in conducting the duties.

Employee Performance

General employee performance for mostly jobs involves quantity elements from results, qualities
from results, punctualities from results, presences, cooperation abilities (Mathis and Jackson, 2012).
Performance is an output resulted by functions or indicators of some jobs or somethings professional
in fixed periods (Wirawan, 2012). Bernardin and Russel in Sutrisno (2014) stated that performance
or performance achievement is a note about the results achieved from certain job functions or certain
activities during certain periods. Whereas Byars and Rue defined achievement or performance as

someone’s ability in the duties covering in the job. So performance achievement or performance is
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effort result of someone determined by soldier performance, the personal characteristic, and also

perception toward the role in the job.

Performance is performance achievement or performance result achieved by Human Resources in
qualities and quantities of time period unity in conducting the job duties according to the
responsibilities given (Mangkunegara, 2013). Performance also means the result achieved by someone
in qualities and quantities according to the responsibilities given. Besides that, someone’s
performances are influenced by educational level, initiatives, work experiences and employee spiritual
leadership. The performance results of someone will give feedbacks for the person for always active

in conducting the jobs well and it is hoped to result good job qualities.

Conceptual Framework

Zaa || Zia || Zis | Zaa || Zis

Job
Satisfaction
H (Z1)
1 H
3
X
Job H Employee
X2 Tnvolvement - Performance
&)
X3
H
H Organization H
2 al 4
Commitment
(Z2)
Zoa || Zaz || Z2s
Figure 1. Conceptual Framework
Hypothesis
Hi : Job Involvement influences Job Satisfaction significantly toward
H> : Job Involvement influences Organizational Commitment significantly
Hs : Job Satisfaction influences Employee Performance significantly
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H4 : Organizational Commitment influences Employee Performance significantly
Hs : Job Satisfaction influences Organizational Commitment significantly

Hs :  Job Involvement influences Employee Performance significantly

METHODS

Research Design

This type of research includes in causal research type because the variables are related one another.
According to Sugiyono (2014) causal relation is relation that characterizes as cause and effect, i.c.
there are independent variables [variables that influence| and dependent vatiables [influenced]. This
research uses quantitative approach, the method that uses the total samples and the numerical data

or numbers (Sugiyono, 2014).

Population and Sample

Population is generalizational area that consists of objects or subjects that have qualities and
characteristics stated by the researcher for learnt and then taken about the conclusions (Sugiyono,
2014). The population in this research consists of the employees of Sumber Karya Barutama Trans,
Co. Ltd as 127 employees.

Sample is a part of totals and characteristics owned by the population (Sugiyono, 2014).
Determination of taking the total respondents [samples| are conducted through sampling technique,
technique of determining samples by certain considerations (Sugiyono, 2014). For calculating the

total samples that will be used, it will be used Slovin formula according to Sekaran (2000), i.e.:

n= N

1+ Né*
Note:
N = The Total Population
n = The Total Sample
¢ = Percentage of loseness and inaccuracy of 5%
n = 127

1+ (127 (0,05%))

” = 96,4 ~ 96 people

Based on the calculation results, the total samples that will be used in this research are 96 employees
of Sumber Karya Barutama Trans, Co. Ltd.

Variables Operational Definition
Operational definition is a concept or something that can be measured and seen in attitude, aspect

or character dimensions showed by the concept.

Job Involvement (X)
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Job involvement is employee identification level by the jobs, actively participating in the job, and
assuming the performances in the job is more important for the goodness (Robbins and Coulter,
2012). Job involvement variable indicators refer to Ansel and Wijono (2012), they are:

a. Actively participating in the job

b. Prioritizing the job

c. Job is important for pride

Job Satisfaction (Z;)

Job satisfaction is result from employee perception about how good is his/her job in giving the things
that ate valued as important (Luthans, 2000). Job satisfaction indicators in this reseatch refer to
Robbins and Judge (2016), they are:

Satisfaction toward the job

Satisfaction toward rewards from the job

Satisfaction toward supetvision from employer

Satisfaction toward colleagues

o a0 T P

Promotion chances

Organizational commitment (Z3)
Organizational commitment is some condition in which an individual takes side with organization
and purposes and wishes for maintaining the members in the organization (Robbins and Judge, 2016).
Organizational commitment indicators in this research refer to Wirawan (2013) they are:

a.  Affective Commitment.

b.  Continuance Commiitment.

c.  Normative Commitment.

Employee Performance (Y)
Employee performance is performance achievement or performance result achieved by Human
Resources in qualities and quantities of time periode unity in conducting job tasks according to the
responsibilities given (Mangkunegara, 2010). Employee performance can be measured through some
indicators according in the research of Wirawan (2012), they are:

a. Job results

b. Job attitudes

c. Personal characters

Data Collection Technique
The data collection instruments are questionnaires. According to Sugiyono (2014), questionnaires are
data collection instruments by giving a set of question lists to be answered by the respondents. This
research uses Likert scale for answering the questions in the questionnaires. The evaluational criteria
by using Likert scale consist of 5 points, namely:

1. STS: Very Disagreed
TS : Disagreed
CS : Quite Agreed
S : Agreed
SS :Very Agreed

AR
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Data Analysis Technique

Data analysis technique used in this research is Structural Equation Modelling (SEM) by Smart PLS
(Partial Least Square) software. Evaluational model of Partial Least Square (PLS) is based on the
predictional measurement that has non parametic characters (Ghozali, 2012). According to Ghozali
(2012), calculation is conducted using an instrument of Smart PLS, because it has multi lane form
and the model has reflective form. The samples in this research have been accepted 96 respondents.
Formative model is model that shows relational direction from indicator to latent variable. Reflective

model is model that shows relation from latent variable to the indicator.

RESULT AND DISCUSSIONS

Inner Model Evaluation
Inner model, sometimes called by énner relation, structural model and subtantive theory specified the influences

inter research variables (structural model).

Inner Model Test or Structural Model Test
In assessing model by PLS, it is begun by seeing the R-square value for each dependent latent variable.
The value changes of R-square used for evaluating specific independent latent variable influences
toward dependent latent variables whether having substantive influences. For endogenous latent
variables in structural model that have R2 0.67, it indicates that the model is good, R2 0.33 indicates
that the model is moderate, and R2 0.19 indicates that the model is weak (Ghozali and Latan, 2015).
For Job Involvement variable that infuences Job Satisfaction variable, it has the value of R2 0.182
that indicates the model is weak. Then, for Job Involvement and Job Satisfaction variables that
influence Organizational Commitment, it has the R2 value as 0.526 which indicates moderate model.
For Job Involvement, Job Satisfaction and Organizational Commitment variables that influence
Employee Performance variable, it has the value of R2 as 0.471 that indicates the model is moderate.
Therefore, structural model suitability can be seen from Q2 as follows:

Q= 1—[(1 - R1)*(1 - R2)*(1 - R3)]
=1-[(1-0.182)*1 - 0.526)*(1 — 0.471)]
=1-[(0.818)*(0.474)*(0.529)]
=1-10.205]
=0.795

The structural model suitability level analysis results built, shows the conclusion that the entire model
has been relevant for explaining the variables and the influences in each variable. From the calculation
of Q2,itis had the value of 0.795 or it has been more than critical limit of 0.5. Therefore, the structural

model has been stated as suitable and proper.
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Job Satisfaction (Z1)

Job Involvement

X)

Employee
Performance (Y)

b =0.434
t = 3.500
p =0.001

b=0.417
t =2.619
p = 0.009

b =0.425
t =3.385
p = 0.001

Organizational
Commitment (Z2)

Figure 2. PLS Inner Model

There are exogenous variables in the inner model researched, i.e. Job Involvement, then intervening
variables in the inner model researched, they are Job Satisfaction and Organizational Commitment
and also endogenous variable in the inner model researched, it is Employee Performance. The value
results of inner weight in the Figure 2 above show that Employee Performance variable is influenced
by Job Involvement, Job Satisfaction and Organizational Commitment variables, whereas
Otrganizational Commitment is influenced by Job Involvement and Job Satisfaction is influenced by

Job Involvement showed in the following similarity:

Y =0.173 X + 0.207 Z1 + 0417 22
72 =0.425X + 0434 21
Z1 =0426X

Hypothesis Testing Results

Hypothesis Testing 1 (Hi)

The first hypothesis in the research is proved to be true, because the data analysis results show that
the value of tis 3.173 which means bigger than 1.96, so it can be concluded that job involvement has
significant influences toward job satisfaction. The relation of both variables is positive, that means
the better the job involvement owned by the employees, it will be able and able to improve job

satisfaction by having the total influences as 0.420.

Hypothesis 2 (Hz)

The second hypothesis in the research is proven about the truth, because the data analysis results
show that the value of t as 3.385 means bigger than 1.96, so it can be said that job involvement has
significant influences toward organizational commitment. Both variables between job involvement
and organizational commitment have positive relational directions that mean the better the job
involvement, so it will be able and able to improve organizational commitment by having the total

influences as 0.425.
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Hypothesis 3 (H3)

The third hypothesis in the research is not proven to be true, because the results from data analysis
showed that the value of t as 1.255 which is smaller than 1.96. So, job satisfaction does not have
significant influences toward employee performance. But both variables have positive relational
directions, it means that the higher the job satisfaction it will be able and able to improve employee
performance but it is insignificant by having the total influences as 0.207.

Hypothesis 4 (Hj)

The fourth hypothesis in the research is assured that is true, because the t value from the data analysis
is 2.619 means bigger than 1.96, so organizational commitment has significant influences toward
employee performance. The relation of between organizational commitment and employee
performance variables is positive that means that the higher the organizational commitment, so it will

be able to improve employee performance by having sum of the influences 0.417.

Hypothesis 5 (Hs)

The fifth hypothesis has been proved about the truth, the data analysis results show that the t value
is 3.50, bigger than 1.96, so it can be said that job satisfaction has significant influences against
organizational commitment. The relation of both variables is positive, means that the higher the job
satisfaction owned by the employees, so it will be able and able to improve organizational

commitment with the influences value is 0.434.

Hypothesis 6 (Hs)

The sixth hypothesis in this research is unproven about the truth. Data analysis results show that the
value of tis 1.161 which is smaller than 1.96, so it can be stated that job involvement doesn’t have
significant influences against employee performance. But both variables of job involvement and
employee performance have positive relational directions that mean they will be able and able to

improve employee performance by having the total influences as 0.173.

Job Involvement Influences toward Job Satisfaction

The conducted data analysis show that job involvement has significant influences toward job
satisfaction proven from the value of t as 3.173, bigger than 1.96. So it can be explained that good
job involvement can improve job satisfaction of the employees in Sumber Karya Barutama Trans,
Co. Ltd. Job involvement influences toward job satisfaction are positive that show that the better the
job involvement so it will be able to improve job satisfaction of the employees of Sumber Karya
Barutama Trans, Co. Ltd. Therefore, the first hypothesis that sounds “Job Involvement influences
significantly toward Job Satisfaction is stated as accepted.

Significant and positive influences of job involvement toward job satisfaction show that job
satisfaction can be formed through job involvement improvement, so if Sumber Karya Barutama
Trans, Co. Ltd wants to improve job satisfaction of the employees, so it is very important for caring
about to wahat extent the job involvement of the employees. The results in this research are parallel
with Archandar (2010) that show that job involvement has significant contributions toward job

satisfaction.
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Job Involvement Influences toward Organizational Commitment

The refults from data analysis that has been conducted show that job involvement significantly
influencing organizational commitment proven from the value of t as 3.385 that means bigger than
1.96, so it can be explained that good job involvement can improve organizational commitment in
Sumber Karya Barutama Trans, Co. Ltd. Job involvement influences toward organizational
commitment are positive that show that the better the job involvement, so it will be able to improve
organizational commitment in Sumber Karya Barutama Trans, Co. Ltd. Therefore, the second
hypothesis that said Job Involvement influences significantly toward Organizational Commitment is
accepted.

Significant and positive influences of job involvement toward organizational commitment show that
organizational commitment can be formed through job involvement improvement, so if Sumber
Karya Barutama Trans, Co. Ltd wants to improve organizational commitment, so it is very important
for caring about to what extent the job involvement of the employees. This research results are
parallel with the study by Puspita cs (2017) who found that job involvement influences employee

organizational commitment significantly.

Job Satisfaction Influences toward Employee Performance

The results of data analysis conducted show that job satisfaction doesn’t have significant influences
toward employee performance proven from the t value as 1.255, so it can be explained that good job
satisfaction cannot surely improve employee performances in Sumber Karya Barutama Trans, Co.
Ltd. Therefore, the third hypothesis that stated Job Satisfaction influences significantly toward

Employee Performance is unaccepted.

Insignificant influences between job satisfaction toward employee performance show that employee
performance cannot surely be formed through job satisfaction improvement. The results in this
research are not parallel with the research findings of Archandar (2010) who found that job
satisfaction has significant contributions toward employee performance. These finding results also
not support the findings of Damayanti cs (2018) who found that there are strong and significant

influences between job satisfaction toward employee performance.

Organizational Commitment Influences toward Employee Performance

The data analysis results conducted show that organizational commitment has significant influences
toward employee performance proven from the value of t as 2.619 that means bigger than 1.96, so it
can be explained that good organizational commitment can improve employee performance in
Sumber Karya Barutama Trans, Co. Ltd. The organizational commitment influences toward
employee performance are positive that show that the higher the organizational commitment, so it
will be able to improve employee performances of Sumber Karya Barutama Trans, Co. Ltd.
Therefore, the fourth hypothesis — “Organizational commitment influences significantly toward

employee performance” — is stated as accepted.

Significant and positive influences of organizational commitment toward employee performance
show that employee performance can be formed through organizational commitment improvement,
so if Sumber Karya Barutama Trans, Co. Ltd. wants to improve employee performances, so it is very

important to care about to what extent the organizational commitment. The results in this research
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are parallel with the opinion of Fitriastuti (2013) in her research who stated that needed employees

with high commitments for showing optimal performances, so they can contribute toward

organization.

Job Satisfaction Influences toward Organizational Commitment

The data analysis results show that job satisfaction has significant influences toward organizational
commitment proven by the value of t as 3.50 that is bigger than 1.96, so it can be concluded that high
job satisfaction can improve organizational commitment in Sumber Karya Barutama Trans, Co. Ltd.
Job satisfaction influences toward organizational commitment are positive that show that the higher
the job satisfaction, so it can improve organizational commitment in Sumber Karya Barutama Trans,
Co. Ltd. Thus, the fifth hypothesis — “Job satisfaction influences significantly toward organizational

commitment” — is accepted.

Significant and positive influences of job satisfaction toward organizational commitment show that
organizational commitment can be forged through job satisfaction improvement, so if Sumber Karya
Barutama Trans, Co. Ltd. wants to improve organizational commitment, so it is important to care
about to what extent job satisfaction owned by the employees. The results in this research are parallel
with Meilina (2016) who found that job satisfaction gotten by employees will improve organizational
commitment.

Job Involvement Influences toward Employee Performance

The conducted data analysis results show that job involvement does not have significant influences
against employee performance proven from the value of t as 1.161 which is smaller than 1.96, so it
can be said that good job involvement cannot surely improve employee performances of Sumber
Karya Barutama Trans, Co. Ltd. Therefore, the sixth hypothesis that sounds “Job involvement

influences significantly toward employee performance” is stated as unaccepted.

Insignificant influences between job involvement toward employee performance show that employee
performance cannot be sutely formed through job involvement improvement. The results in this
research are not parallel with the findings of Safaria (2013) who proved that there are positive and

significant of job involvement toward employee performance.

CONCLUSIONS

1. Job involvement has significant and positive influences toward job satisfaction of the employees of
Sumber Karya Barutama Trans, Co. Ltd.

2. Job involvement has significant and positive influences toward organizational commitment of
Sumber Karya Barutama Trans, Co. Ltd.

3. Job satisfaction does not have significant influences toward employee performances of Sumber
Karya Barutama Trans, Co. Ltd.

4. Otrganizational commitment has significant influences toward employee performances of
Sumber Karya Barutama Trans, Co. Ltd.

5. Job satisfaction has significant influences toward organizational commitment of Sumber Karya
Barutama Trans, Co. Ltd.
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6. Job involvement does not have significant influences toward employee performances of Sumber

Karya Barutama Trans, Co. Ltd.

SUGGESTIONS

1. It is hoped that Sumber Karya Barutama Trans, Co. Ltd can improve the employee
performances through organizational commitment improvements by also caring to what extent
they have satisfactions in working especially in rewards from the performances resulted by the
employees.

2. Itis hoped so that the future researches can add other variables assumed to be able to influence
toward the employee performances and also can use the different methods and analysis
techniques such as qualitative approaches that get data through interviews in order to achieve

the more complex results.

REFERENCES
Afandi, P. (20106). Concept & indicator human resources management for management research. Deepublish.

Ansel, M. F., & Wijono, S. (2012). Pengaruh keterlibatan kerja dan kepuasan kerja terhadap komitmen
organisasi polisi di Kepolisian Resor (Polres) Ende. Jurnal Psikologi, 5(2), 125-142.

Archandar, T. A. (2010). Pengaruh Etika Kerja Terhadap Keterlibatan Kerja Dan Implikasinya
Terhadap Komitmen Kerja, Kepuasan Kerja Dan Kinerja Pekerjaan Pada Karyawan
Lembaga Pendidikan Tinggi. Jurnal Manajemen dan Pemasaran Jasa, 3(1), 27-52.

Azzahra, F., & Maryati, T. (2016). Dampak Job Involvement Dalam Peningkatan Kinerja Pegawai
Melalui Komitmen Organisasional (Studi Pada Kantor Badan Perencanaan Pembangunan
Daerah Provinsi Daerah Istimewa Yogyakarta). [BTI: Jurnal Bisnis: Teori dan Implementasi, 7(2),
301-324.

Damayanti, R., Hanafi, A., & Cahyadi, A. (2018). Pengarub kepuasan kerja terbadap kinerja karyawan (studi
kasus karyawan non medis RS Islam Siti Kbadjjah Palembang) (Doctoral dissertation, Stiwijaya
University).

Fitriastuti, T. (2013). Pengaruh kecerdasan emosional, komitmen organisasional dan organizational
citizenship behavior terhadap kinetja karyawan. [DM (Jurnal Dinamika Manajemen), 4(2).

Folorunso, O. O., Adewale, A. J., & Abodunde, S. M. (2014). Exploring the effect of organizational
commitment dimensions on employees performance: An empirical evidence from Academic
Staff of Oyo State Owned Tertiary Institutions, Nigeria. International Journal of Academic
Research in Business and Social Sciences, 4(8), 275.

Ghozali, 1. (2018). Aplikasi Analisis Multivariate dengan Program IBM SPSS. Yogyakarta: Universitas
Diponegoro. Edisi 9). Semarang: Badan Penerbit Universitas Diponegoro, 490.

Ghozali, 1., & Latan, H. (2015). Partial least squares konsep, teknik dan aplikasi menggunakan
program smartpls 3.0 untuk penelitian empiris. Semarang: Badan Penerbit UNDIP.

87 | Page


https://scholar.ummetro.ac.id/index.php/soc/
https://issn.lipi.go.id/terbit/detail/20211014121392112
https://issn.lipi.go.id/terbit/detail/20211014061372131

Sociometry: Journal of Social Science, Art and Humanity

ISSN 2808-3903 (Print) Q o
ISSN 2808-4136 (Online)

Luthans, F. (2000). Perilaku Organisasi edisi sepuluh. Yogyakarta: Andi.

Mangkunegara, A.A. Anwar Prabu. 2013. Manajemen Sumber Daya Manusia Perusahaan. Bandung:
Remaja Rosdakarya.

Mathis, R. L., & Jackson, J. H. (2012). Manajemen Sumber Daya Manusia, Edisi Pertama. Jakarta:
Salemba Empat, 41.

Meilina, R. (2016). Pengaruh Karakteristik Pekerjaan, Kepuasan Kertja, dan Komitmen Organisasi
tethadap Organizational Citizenship Behavior pada Karyawan BRI Kediri. Eks: Jurnal Riset
Ekonomi dan Bisnis, 11(1).

Puspita, C. D., Utomo, S. W., & Sulistyowati, N. W. (2017). Pengaruh Keterlibatan Kerja (Job
Involvement) Dan Kepuasan Kerja (Job Satisfaction) Terhadap Komitmen Organisasi
Pegawai Pusdikbang Sdm Perum Perhutani Madiun. In FIPA: Forum llmiah Pendidifan
Akuntansi, 5,(1).

Rivai, V. (2009). Manajemen Sumber Daya Manusia Untuk Perusabaan. Dari Teori ke Praktik. Jakarta: Raja
Grafindo Persada.

Robbins, S. P., & Judge, T. A. (2015). Perilaku Organisasi Edisi Keenam Belas. Diterjemabkan oleh
Ratna Saraswati dan Febriella Sirait. Jakarta: Salembalh Empat.

Robbins, S. P., dan Coulter, M. (2012). Management. New Jersey: Pearson. Education, Inc.

Safaria, S., & Saras Yunastiwi, A. (2013). Pengaruh keterlibatan kerja terhadap kinerja pegawai pada
PT Seascape Surveys Indonesia.

Sekaran, U. (2006). Metodologi Penelitian untuk Bisnis, Edisi 4, Buku 2. Jakarta: Salemba Empat.
Sutrisno, E. (2014). Manajemen Sumber Daya Manusia. Cetak Ke Enam. Jakarta: Pranada Media Group.
Sutrisno, E. (2014). Manajemen Sumber Daya Manusia. Cetak Ke Enam. Jakarta: Pranada Media Group.

Wirawan. (2012). Kepemimpinan Teori, Psikologi, Perilakn Organisasi, Aplkasi dan Penelitian. Jakarta: PT
Raja Grafindo Persada.

88 | Page


https://scholar.ummetro.ac.id/index.php/soc/
https://issn.lipi.go.id/terbit/detail/20211014121392112
https://issn.lipi.go.id/terbit/detail/20211014061372131

