DOI: http://10.33096/jer.v%vi%i.1270

The Influence of Cultural Characteristics, Commitment and Work
Stress on Employee Performance at PT. Earth of Concrete

Hastuti Mulan *

Facilities (BSB-Kalla Group)

*Faculty of Economics & Business, Universitas Muslim Indonesia, Makassar City, South Sulawesi, Indonesia

ARTICLE INFO

Jurnal Economic Resources

Journal of Economic Resources

Avrticle history:
Received — March 4, 2022

ABSTRACT

This study aims to analyze the effects of cultural characteristics, commitment, and
work stress on the performance of employees of PT BSB Kalla Group. This type
of quantitative research has a sample of 70 respondents with a full sampling
technique. Data collection techniques consisted of interviews, observations, and
questionnaires, as well as literature reviews and research results related to
research. Data analysis consisted of descriptive statistical tests, data quality tests,
classical assumption tests, hypothesis tests, and determinant coefficient tests (R2).
The results of the study found that cultural characteristics had a significant effect
on employee performance. Furthermore, commitment has a significant effect on
employee performance. Job stress has a significant effect on employee
performance. Variables of cultural characteristics, commitment, and work stress
together have a significant effect on the performance of permanent employees. The

results of this study can contribute to insight and understanding of things that can
affect the performance of permanent employees. Based on this research, it is also
expected that PT. BSB Kalla Group must consistently maintain good cultural
characteristics for employees, be committed to carrying out their duties and
obligations, and pay close attention to the work stress conditions of an employee.
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INTRODUCTION

Competition in the business world has entered the free market without limits. This is a big
challenge that must be faced by business actors because every company must survive as much as possible
to avoid bankruptcy of its business. The company takes various alternative actions to achieve its goals.
Basically, the company is a tool to achieve this common goal, namely, producing products and services
continuously for profit. In every activity, the company always tries to make a profit, so the goal of the
company is to increase its revenue and profits. In this study, problems that occur frequently can
unintentionally become factors affecting work quality. During the peak of success achieved by the
company, there is something that must be maintained and preserved. All of this is done to maintain the
stability of employee performance so that they remain optimal at work. Human resources are the main and
most important sector to achieve goals in a company. The HR sector is so involved with things that are
intuitive. Pressure and demands from the company can sometimes be dangerous to production activities
if they are not managed as well as possible. The main purpose of HRM in the organizational wheel is to
assume that employees are a very valuable asset for the company's future. Operational functions such as
employee maintenance, which can result in the totality of performance provided by employees, are
important things that cannot be underestimated. Of course, The author tries not to miss a moment of
research so that all interested parties can realize that things that are not visible or visible can also have a
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positive effect on the company. The strength of human resources can be shaped by the nature and character
inherent in individuals and the environment in which they are located. With the formation of an
organization, of course, it has a predetermined goal, and it is the obligation of every member of the
organization to achieve it as mutually agreed. The strength of human resources can be shaped by the nature
and character inherent in individuals and the environment in which they are located. With the formation
of an organization, of course, it has a predetermined goal, and it is the obligation of every member of the
organization to achieve it as mutually agreed. The strength of human resources can be shaped by the nature
and character inherent in individuals and the environment in which they are located. With the formation
of an organization, of course, it has a predetermined goal, and it is the obligation of every member of the
organization to achieve it as mutually agreed.

The results achieved by the organization are closely related to the performance of the employees
within it. The first factor that affects employee performance is cultural characteristics. According to
Robinson (2018), the strength of cultural characteristics will result in good company performance because
of the assumption that a strong culture is a culture that instills core values firmly and is widely accepted
among employees. The more pronounced the cultural characteristics. This means that the core values of
the organization can be clearly understood and widely accepted by employees. If these employees know
what to do and what can be expected of them, they will always act quickly to solve various problems that
exist, and if an organization has a strong culture, then employees will give greater loyalty than others,
employees in six organizations with weak cultures. This loyalty will increase the commitment of
employees to remain in the organization and work and dedicate themselves to the organization.

PT Bumi Sarana Beton (BSB) Kalla Group is a company that demands the inculcation of the
values of cultural characteristics as a form of sustainability in the cultural preservation process as the
organizational structure changes. The character and characteristics of employees at work will be
questioned for their existence. Companies often find misalignment in the application of the values of
cultural characteristics. Especially on something that is bound by regulations, such as employee
indiscipline, achievements that have not reached the target, etc. If the misalignment of the application of
culture remains entrenched, it is possible that the characteristics of the culture will fade, and the success
obtained by the company will decrease by itself. So, the important thing that must be maintained and
preserved is the cultural characteristics that reflect high spirit and discipline, to achieve the company's
vision and mission. PT BSB Kalla Group is developing its vision, namely "to become a superior and
leading company in the construction materials industry", with the mission of 1) satisfying customers by
fulfilling quality, quantity, price, and time; 2) developing with business partners and mutually benefiting;
3) growing and prospering with employees and the community; 4) realizing social responsibility and being
environmentally friendly, and 5) providing excellent service to customers based on an easily accessible
IT system. grow and prosper alongside employees and the community; 4) recognize social responsibility
and be environmentally conscious, and 5) provide excellent customer service based on an easily accessible
IT system grow and prosper alongside employees and the community; 4) recognize social responsibility
and be environmentally conscious; and 5) provide excellent customer service based on an easily accessible
IT system.

From the vision and mission of the company described above, it can be concluded that the
company demands good and high-quality work results to provide satisfaction to all stakeholders. Before
the writer continued the research, the writer asked whether there was any specific data regarding the
application and cultivation of cultural characteristics. It turned out that the company did not have concrete
data regarding the cultural characteristics. The company demands highly of its employees to achieve
targets in accordance with the company's vision and mission. Efforts to improve the performance of other
employees are to pay attention to work commitment. The attitude towards this commitment is that
employees must be able to be effectively involved in various activities to advance the organization. The
normative attitude of every employee must be able to carry out organizational rules in the form of
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applicable normative rules and leadership policies to always be obeyed and obeyed. Likewise, every
employee must understand the importance of commitment in realizing the organization where he works
as a place to work for achievement. This organizational commitment is important for every employee to
understand to be able to improve their performance. According to (Allen and Meyer, 2016), the essence
of organizational commitment results in performance in accordance with organizational goals. The
essence of organizational commitment that is applied includes three aspects, namely: affective
commitment, normative commitment, and continual commitment. Likewise, every employee must
understand the importance of commitment in realizing the organization where he works as a place to work
for achievement. This organizational commitment is important for every employee to understand to be
able to improve their performance. According to (Allen and Meyer, 2016), the essence of organizational
commitment results in performance in accordance with organizational goals. The essence of
organizational commitment that is applied includes three aspects, namely: affective commitment,
normative commitment, and continual commitment. Likewise, every employee must understand the
importance of commitment in realizing the organization where he works as a place to work for
achievement. This organizational commitment is important for every employee to understand to be able
to improve their performance. According to (Allen and Meyer, 2016), the essence of organizational
commitment results in performance in accordance with organizational goals. The essence of
organizational commitment that is applied includes three aspects, namely: affective commitment,
normative commitment, and continual commitment.

Another important effort to improve employee performance is by paying attention to employee
work stress. The author adds that the focus of research is on work stress because, to improve employee
performance, companies must pay attention to employee work stress levels. PT BSB Kalla Group is
engaged in the construction sector, with the assumption that employee performance can be affected by
employee work stress. According to (Rice, 2015), a person can be categorized as experiencing work stress
if the stressful affairs experienced involve the organization or company where the individual works. Stress
is a condition in which a person experiences tension due to conditions that affect him. These conditions
can be obtained from within a person or from the environment around them. According to (Sasono, 2018),
stress has both positive and negative impacts. The positive impact of stress at low to moderate levels is
functional in the sense that it acts as a driver for improving employee performance. Meanwhile, the
negative impact of high levels of stress is a drastic decrease in employee performance. According to
(Robbin, 2018), stress is a dynamic condition in which an individual is faced with opportunities,
limitations, or demands in accordance with the expectations of the results he wants to achieve in important
and uncertain conditions. With high demands from the company, employees unconsciously experience
more pressure during work. This can affect the psychological and biological conditions of workers.
Especially the operational section workers who meet with machines and other tools every day.

(Mangkunegara, 2017) defines performance as "work performance or work (output) both quality
and quantity achieved by human resources for the period given to it". Good performance is expected for
every company because performance is a benchmark in making comparisons between what is expected in
relation to the work or position that has been entrusted to someone (Indriasari, 2020). Therefore, the three
components above—cultural characteristics, commitment, and work stress—must go hand in hand to be
able to maximize quality products and maintain the company in the future.

RESEARCH METHOD

This research is quantitative research that focuses on the problem of the influence of cultural
characteristics, commitment, and work stress on employee performance. The population and research
sample are employees of PT. BSB Kalla Group, totaling 70 members (full sampling). Data collection
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techniques through field research include interviews, observations, and questionnaires, as well as library
research based on literature and research results related to research. The data analysis techniques consisted
of descriptive statistical tests, data quality tests (validity and reliability), classical assumption tests
(normality, multicollinearity, and heteroscedasticity), hypothesis testing (multiple linear regression
analysis, F-test, and t-test), and determinant coefficient tests (R2).

RESULTS AND DISCUSSION

Descriptive Statistics Test
The variables used in this study which include cultural characteristics, commitment, work stress,
and performance will be tested descriptively statistics as in table 1, as follows:

Table 1. Descriptive Statistics

mean Std.
N Minimum Maximum  Statistics  Std. Error Deviation
Cultural 20 36.00 60.00 51.2209 .63297 5.86997
Characteristics 20 46.00 60.00 52.8372 44039 4.08400
Commitment 70 38.00 60.00 50.2791 57505 5.33281
Work Stress 70 21.00 35.00 29.5814 34754 3.22295
Performance 70
Valid N
(listwise)

Source: Processed primary data, 2022

Table 1 explains that the cultural characteristic variable has a minimum answer of respondents
obtained from distributing questionnaires is 36 and the maximum answer of 78 respondents obtained from
distributing questionnaires is 60, with an average total answer of 51.2 (the average answer of respondents
who obtained through the dissemination of the questionnaire) and the standard deviation of 5.86997. The
commitment variable has a minimum answer of respondents obtained from distributing questionnaires is
46 and the maximum answers obtained from distributing questionnaires is 60, with an average total answer
of 52.8 (the average answer of respondents obtained through distributing questionnaires) and a standard
deviation of 4.08400. The work stress variable has a minimum answer of respondents obtained from
distributing questionnaires is 38 and the maximum answers obtained from distributing questionnaires is
60, with an average total answer of 50.2 (the average answer of respondents obtained through distributing
guestionnaires) and the standard deviation of 5.33281. While the performance variable has a minimum
answer of respondents obtained from distributing questionnaires is 21 and the maximum answers of
respondents obtained from distributing questionnaires are 35, with an average total answer of 29.6
(average answers of respondents obtained through distributing questionnaires) and the standard deviation
of 3.22295. 2 (the average respondent's answers obtained through the distribution of questionnaires) and
the standard deviation of 5.33281. While the performance variable has a minimum answer of respondents
obtained from distributing questionnaires is 21 and the maximum answers of respondents obtained from
distributing questionnaires are 35, with an average total answer of 29.6 (average answers of respondents
obtained through distributing questionnaires) and the standard deviation of 3.22295. 2 (the average
respondent's answers obtained through the distribution of questionnaires) and the standard deviation of
5.33281. While the performance variable has a minimum answer of respondents obtained from distributing
questionnaires is 21 and the maximum answers of respondents obtained from distributing questionnaires
are 35, with an average total answer of 29.6 (average answers of respondents obtained through distributing
questionnaires) and the standard deviation of 3.22295.
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Data Quality Test Results
Validity Test Results

A validity test is used to measure whether a questionnaire is valid or not. This test is carried out
using Pearson Correlation, the guideline of a model is said to be valid if the significance level is below
0.05 then the question items can be said to be valid. The following table shows the results of the validity
test of the three variables used in this study. Cultural Characteristics, Commitment, and Job Stress with
86 samples of respondents. The following is a detailed table of the results of the validity test for each
variable used in this study:

Cultural Characteristics Validity Test (KB)

Table 2. Cultural Characteristics Validity Test Results

Question Item Sig
Number Pearson Correlation (2-Tailed) Information
KB1 0.805 0.001 Valid
KB2 0.766 0.000 Valid
KB3 0.790 0.000 Valid
KB4 0.633 0.000 Valid
KB5 0.719 0.000 Valid
KB6 0.755 0.000 Valid
KB7 0.700 0.000 Valid
KB8 0.521 0.000 Valid
KB9 0.654 0.000 Valid
KB10 0.805 0.000 Valid
KB11 0.766 0.000 Valid
KB12 0.790 0.000 Valid

Source: Processed primary data, 2022

Table 2 shows that the cultural characteristics variable has valid criteria for all question items with
a significance value of less than 0.05, this indicates that of the 70 respondents who answered the questions
on the questionnaire for the cultural characteristic variable, it is reliable and worthy of research.
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Commitment Validity Test (KM)

Table 3. Commitment Validity Test Results

Question Item Sig
Number Pearson Correlation (2-Tailed) Information
KM1 0.618 0.000 Valid
KM2 0.739 0.000 Valid
KM3 0.699 0.000 Valid
KM4 0.718 0.000 Valid
KM5 0.659 0.000 Valid
KM6 0.626 0.000 Valid
KM7 0.366 0.000 Valid
KM8 0.404 0.000 Valid
KM9 0.618 0.000 Valid
KM10 0.739 0.000 Valid
KM11 0.699 0.000 Valid
KM12 0.718 0.000 Valid

Source: Processed primary data, 2022

Table 3 shows the commitment variable has valid criteria for all question items with a significance
value less than 0.05. this shows that each question on the commitment variable is reliable and worthy of
being proposed as research.

Work Stress Validity Test (SK)

Table 4. Work Stress Validity Test Results

Question Item Sig
Number Pearson Correlation (2-Tailed) Information
SK1 0.691 0.000 Valid
SK2 0.670 0.000 Valid
SK3 0.659 0.000 Valid
SK4 0.758 0.000 Valid
SK5 0.740 0.000 Valid
SK6 0.710 0.000 Valid
SK7 0.691 0.000 Valid
SK8 0.670 0.000 Valid
SK9 0.659 0.000 Valid
SK10 0.758 0.000 Valid
SK11 0.565 0.000 Valid
SK12 0.691 0.000 Valid

Source: Processed primary data, 2022

Table 4 shows that the work stress variable has valid criteria for all question items with a
significance value less than 0.05. This shows that each question on the work stress variable is reliable and
worthy of being proposed as research.
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Performance Validity Test (KN)

Table 5. Performance Validity Test Results

Question Item Sig
Number Pearson Correlation (2-Tailed) Information
KN1 0.579 0.000 Valid
KN2 0.569 0.000 Valid
KN3 0.433 0.000 Valid
KN4 0.730 0.000 Valid
KN5 0.559 0.000 Valid
KN6 0.730 0.000 Valid
KN7 0.579 0.000 Valid

Source: Processed primary data, 2022

Table 5 shows the Performance variable (KN) has valid criteria for all question items with a
significance value less than 0.05. This shows that each question on the performance variable is reliable
and worthy of being proposed as research.

Reliability Test

A reliability test was conducted to assess the consistency of the research instrument. A research
instrument can be said to be reliable if the Cronbach Alpha value is above 0.60. Table 6 shows the results
of the reliability test for the research variables used in this study.

Table 6. Reliability Test Results

Variable Cronbach Alpha Information
Cultural Characteristics 0.869 Reliable
Commitment 0855 Reliable
Work Stress 0.846 Reliable
Performance 0.833 Reliable

Source: Processed primary data, 2022

Table 6 shows the value of Cronbach's alpha on the cultural characteristic’s variable of 0.725,
commitment of 0.744, work stress of 0.777, and performance of 0.751. Thus, it can be concluded that the
statement in this questionnaire is reliable because it has a Cronbach's alpha value of more than 0.60. This
shows that each statement item used will be able to obtain consistent data, which means that if the
statement is submitted again, an answer that is relatively the same as the previous answer.

Classic Assumption Test Results
Normality test

Normality test is used to test whether in a regression model, the dependent variable, and the
independent variable or both have a normal distribution or not. A good regression model is a normal or
close to normal data distribution.
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Table 7. Kolmogorov-Smirnov Test
Normality test

One-Sample Kolomogorov-Smirnov Test
Unstandardized

residual
N 70
Normal mean .0000000
Parameters, b Std. Deviation 1.95371524
most Extreme Absolute .076
Differences Positive .066
negative -.076
Test Statistics .076
asymp. Sig. (2-tailed) .200c,d

a. Test distribution is Normal

Calculated from data

C. Lilliefors Significance Correction

This is a lower bound of the true significance
Source: Processed primary data, 2022

In table 7, the next test used is the Kolmogorov-Smirnov test, the results of the amp output are
obtained. sig. (2-tailed) of 0.200 or well above 0.05 indicates that a significant number above 0.05 is that
the data is normally distributed.

Multicollinearity Test

To detect the multi ko problem, it can be done by looking at the Tolerance and Variance Inflation
Factor (VIF) values and the correlation between the independent variables. Table 8 shows the results of
the multicollinearity test in this study.

Table 8. Multicollinearity Test
Coefficients

Unstandardized  Standardized Collinearity
Coefficients Coefficients Statistics
Std.
Model B Error Beta t Sig. Tolerance  VIF
1 (Constant) -2,784 2.874 -.992 471
Cultural 377 .053 .597 7.411 .000 .855 1.456
Characteristics
Commitment 318 .070 .363 4,545 .001 .867 1.434
Work Stress .262 .059 .361 4.235 .002 .798 1.566

a. Dependent Variable: Performance
Source: Processed primary data, 2022

Based on table 8 above, the tolerance value is close to 1 and the variance inflation factor (VIF)
value is around 1 for each variable, which is indicated by the tolerance value for cultural characteristics
of 0.744, commitment of 0.756, and work stress of 0.687. In addition, the VIF value for cultural
characteristics is 1.345, commitment is 1.323, and work stress is 1.455. A regression model is said to be
free from multiple problems if it has a VIF value of less than 10. Thus, it can be concluded that the
regression equation model does not have multiple problems and can be used in this study.
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Heteroscedasticity Test

A heteroscedasticity test was conducted to test whether, in a regression model, there was an
inequality of variance from the residuals from one observation to another. Detection of the presence or
absence of heteroscedasticity is done by looking at the presence or absence of a certain pattern on the

scatterplot graph between SRESID and ZPRED, which is shown in Figure 1 below:

Scatterplot
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Figure 1. Heteroscedasticity Test

Based on Figure 1, the scatterplot graph shows that the data is spread above and below the number
0 (zero) on the Y-axis and there is no clear pattern in the spread of the data. This means that there is no
heteroscedasticity in the regression equation model, so the regression model is feasible to use to predict
the performance of permanent employees based on the variables that influence it, namely cultural
characteristics, commitment, and work stress.

Hypothesis Test Results

Multiple Linear Regression Test

Classical assumption test analysis is a requirement that has been carried out previously to provide
results that the variables involved in it meet the qualifications of the requirements and classical
assumptions. This research was continued by testing the significance of the model and the interpretation

of the regression model.

Table 9. Multiple Linear Regression

Unstandardized

Standardized

Coefficients Coefficients
Std.
Model B Error Beta t Sig.

1 (Constant) -2,784 2.874 -.992 471
Cultural Characteristics 377 .053 597 7.411 .000
Commitment 318 .070 .363 4,545 .001
Work Stress .262 .059 .361 4.235 .002

a. Dependent Variable: Performance

Source: Processed primary data, 2022
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Based on table 9, the regression equation is obtained as follows:
Y =-2.784 + 0.377X1 + 0.318X2 + 0.262X3 + ¢

From the above equation, it can be interpreted that the value of constant (a) is -2.784. The constant
value is negative, meaning that the variable values of cultural characteristics, commitment, and work stress
are considered constant or equal to zero, so the employee's performance is decreasing. X1 coefficient
value is 0.377. The value of the X1 coefficient is positive, meaning that the influence of cultural
characteristics on employee performance is positive and quite strong. If the value of cultural characteristics
is increasing, the employee's performance will be higher. The X2 coefficient value is 0.318. The value of
the X2 coefficient is positive, meaning that the effect of commitment on employee performance is positive
and quite strong. If the value of commitment increases, the employee's performance will be higher. The
X3 coefficient value is 0.262. The value of the X3 coefficient is positive, meaning that the effect of work
stress on employee performance is positive and quite strong. If the value of work stress increases, the
employee's performance will be higher.

Test Statistics t

The results of the t statistical test can be seen in table 9, if the probability t value is less than 0.05
then Ha is accepted, and HO is rejected, whereas if the probability t value is greater than 0.05 then HO is
accepted and Ha is rejected.

Hypothesis 1: Cultural characteristics affect the performance of permanent employees

The results of hypothesis testing 1 can be seen in table 9, the cultural characteristic variable has a
significant level of 0.000. This indicates that cultural characteristics have a positive and significant effect
on employee performance because the significance level of the cultural characteristic variable is less than
0.05. The results of this study are in accordance with previous research conducted by (Muhammad Ehan
Asbianur, 2020) that cultural characteristics have a positive effect on employee performance. Likewise,
research conducted by (Riska Pratiwi, 2019), where the cultural characteristic variable has a positive
influence on employee performance.

Hypothesis 2: Commitment Affects Permanent Employee Performance

The results of the hypothesis 2 test can be seen in table 9, the commitment variable has a
significant level of 0.001. This indicates that commitment has a positive and significant effect on
performance because the significance level of the commitment variable is less than 0.05. These results are
in accordance with previous research conducted by lin Melindasari (2018) on the Effect of Commitment
to Employee Performance at PT Federal International Finance (FIF) Gresik. Likewise, the research
conducted by Gogy Bara Kharisma on the Effect of Commitment to the Performance of Setya Usaha
Multipurpose Cooperative Employees in Jepara Regency.

Hypothesis 3: Job Stress Affects Permanent Employee Performance

The results of hypothesis testing 3 can be seen in table 9, the work stress variable has a significant
level of 0.002. This indicates that work stress has a positive and significant effect on performance because
the level of significance of the work stress variable is less than 0.05. The results of this study are in
accordance with previous research conducted by Ahmad Fahri (2020) regarding the relationship between
Job Stress and Employee Performance at PT XL Axiata TBK IT Division. Likewise, research was
conducted by Junita Muhayati (2018) on Job Stress on Internal Auditor Performance at the Financial
Services Authority (OJK).
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F Statistic Test

Simultaneous testing is carried out using the F test to determine whether all independent variables
in the model have an effect on the dependent variable being tested simultaneously. The following table 10
describes the results of the F statistical test.

Table 10. ANOVA

Sum of Mean
Model Squares df Square F Sig.
1 Regression 563,876 3 193.254 52.145 .000b
Residual 328,065 67 3.889
Total 891,941 70

Source: Processed primary data, 2022

Table 10 shows that the results of the F statistical test between all independent variables on the
dependent variable are as follows:

Hypothesis 4: Cultural Characteristics, Commitment, and Job Stress Affect Employee Performance
Based on the results of the F test in table 10, the calculated F value is 48.307 with a significance

of 0.000. Because the significance level is smaller than 0.05, the regression model can be said that the

characteristics of culture, commitment, and work stress have an influence on employee performance.

Coefficient of Determination Test (R2)
From the results of the coefficient of determination test that has been carried out, the following
data can be obtained:

Table 11. Coefficient of Determination Test (R2)

Adjusted R Std. The error of
Model R R Square Square the Estimate
1 0.811 0.658 0.644 1.82454
Source: Processed primary data, 2022

The small value of R2 means that the ability of the independent variable to explain the dependent
variable is very limited. A value close to one means that the independent variables provide almost all the
information needed to predict the dependent variable. Table 11 shows the Adjusted R Square value of
0.658 or 65.8%, this shows that the employee performance variable that can be explained by the variables
of cultural characteristics, commitment, and work stress is 65.8%. While the remaining 0.342 or 34.2% is
influenced by other variables

CONCLUSION

Based on the results of the research and discussion, it is concluded that the characteristics of
culture, commitment, and work stress affect the performance of PT BSB Kalla Group's employees. Based
on the data that has been collected and the tests that have been carried out on the problem using the
multiple regression analysis methods, it was found that cultural characteristics variables had a significant
effect on employee performance. Furthermore, commitment has a significant effect on employee
performance. Job stress has a significant effect on employee performance. The variables of cultural
characteristics, commitment, and work stress together have a significant effect on the performance of
permanent employees. The results of this study can contribute to insight and understanding of things that
can affect the performance of permanent employees. Based on this research, it is also hoped that PT BSB
Kalla Group will consistently maintain good cultural characteristics for employees, be committed to
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carrying out their duties and obligations, and pay close attention to the work stress conditions of an
employee. This must be done so that employees are able to give their best contribution to the company
through the achievement of their work performance.

REFERENCE

Allen, S., & Meyer, G. (2009). Komitmen Organisasi dalam Perspektif Manajemen.

Beehr, Rommie and Franz, Marshall, 2017. The Stress Management System. Published by Thompson
Learning Press, New York.

Dessler, Gary. 2018. Manajemen Sumber Daya Manusia. Edisi Revisi. Jakarta: Indeks

EKANTA, Y. P. (2010). PENGARUH KOMITMEN ORGANISASI DAN IKLIM ORGANISASI
TERHADAP KEINGINAN PINDAH KERJA KARYAWAN'VIRGIN CAKE AND
BAKERY'SEMARANG (Doctoral dissertation, Prodi Akuntansi Unika Soegijapranata).

Ginting, F. (2016). Pengaruh Kompensasi dan Kepuasan Kerja Terhadap Kinerja Karyawan Pada PT. Al
Magbuul Tour & Travel Kota Binjai.

Gibson, Ivancevich dan Donelly, 2018. Organisasi dan Manajemen SDM. Edisi Revisi. Jakarta: Binarupa
Aksara.

Indriasari, Nia. 2020. Pengaruh Keselamatan dan Kesehatan Kerja Terhadap Kinerja Karyawan (Studi
Pada Karyawan Bagian Produksi PT Surabaya Agung Industri Pulp & Kertas). Malang:
Universitas Brawijaya.

Luthans, F. 2017. Organizational Behavior. New York: McGraw-Hill Published.

Mangkunegara, Anwar Prabu. 2017. Manajemen Sumber Daya Manusia. Penerbit Remaja Rosdakarya.
Bandung.

Monde dan Noe, 2019. Human Resource Management: Manajemen Sumber Daya Manusia. Terjemahan
Dian Angelia. Jakarta: Salemba Empat

Nurlaila, 2020. Manajemen Sumber Daya Manusia dan Kinerja Organisasi. Penerbit Gramedia Pustaka,
Jakarta.

Peter, John and Waterman, George, 2018. The Organization Culture in HRM: Perspective Culture
Characteristic. Prentice-Hall Published, New York.

Puspasari, F. J., Silitonga, P., & Efendi, E. (2019). PENGARUH BUDAYA ORGANISASI DAN
KOMPENSASI TERHADAP PRODUKTIVITAS KERJA DAN KINERJA KARYAWAN
HOTEL BERBINTANG DI JAKARTA. Jurnal llmiah MEA (Manajemen, Ekonomi, &
Akuntansi), 3(1), 316-332.

Retnowati, E. (2014). Peningkatan Kinerja Karyawan Melalui Analisis Perilaku Organisasi,
Pengembangan Motivasi Diri, dan Pencapaian Kepuasan Kerja Karyawan (Studi Kasus di PT
Kedawung Setia Corrugated Carton Box Industrial). EBIS: Jurnal Ekonomi dan Bisnis, 4(1), 1-7.

Rice, Phillip L, 2015. Stress and Health. London: Brooks Cole Publishing Company.

Robbins, Stephen P., 2018, Organizational Behavior, Concept Controversies and Applications, Prentice
Hall Inc. USA. Terjemahan. Jakarta: P.T. Indeks Kelompok Gramedia.

Sasono, Eko. 2018. Mengelola Stres Kerja. Jurnal Fokus Ekonomi. Vol 11. No.2

Srinivasan, A. (2007). Srinivasan. Food Product Press, an imprint of The Haworth Press, Inc. New York.
Published in 2006, (softcover), price $89.95, 684 pp., ISBN-13: 978-1-56022-955-1. PRECISION
AGRICULTURE by Terry A. Brase. Thomson Delmar Learning, New York, USA. Published in
2006, (hardcover), price $69.95, 224 pp., ISBN 10: 1-4018-8105-X. PRECISION
AGRICULTURE’05 edited by John V. Stafford. Wageningen Academic Publishers.

Van den Bergh, O. (2021). Principles and practice of stress management. Guilford Publications.

Wangsadjaja, 2016. Konsep dan Teori Manajemen Sumber Daya Manusia. Penerbit Salemba Empat,
Jakarta.

93


http://10.0.129.72/jer.v%25vi%25i.1270

