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Abstract

The purpose of this study was to determine and explain the significant
influence of employee training on employee engagement and organizational commitment, to
know and explain the effects of training on employee engagement and organizational
commitment, to know and explain the effects of training on employee engagement and
organizational commitment.

This research was conducted at PT Telekomunikasi Indonesia Witel Jabar Bandung
with training of independent variables, employee engagement as moderating variable, and
organizational commitment as dependent variables. The purpose of this study was to
determine training, employee engagement and organizational commitment to employees of PT
Telekomunikasi Indonesia Witel Jabar. In addition to knowing the effects of training,
employee engagement and organizational commitment on employees of PT Telekomunikasi
Indonesia Witel Jabar.

The method that is used in this research is quantitative method with one independent
variable consisting of training (X) as independent employee engagement (Y) as moderating
variable and organizational commitment (Z) dependent variable.

Measurement scale that utilized in this research is ordinal scale. The population of
this research is 684 from the employee of PT Telekomunikasi Indonesia Witel Jabar. From a
population of 684 employees and obtained a sample of 253 employees. The collected data is
then analysed using the Classic Assumption Test, Validity Test, Reliability Test, Hypothesis
Test, with the help of the SPSS Version 21 For Windows program. The results of this study
can be seen that training have a significant influence on employee engagement and
organizational commitment indicated that the value of each R count 41.3% and 28.7%.

The variable used in this study is that training significantly influences organizational
commitment by using employee engagement as intervening variable. It is suggested that the
next researcher can examine other factors that influence employee engagement and
organizational commitment, for example, soft skills, job engagement, motivation and other
variables.
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1. INTRODUCTION

PT Telekomunikasi Indonesia, Tbk or often called Telkom Indonesia is a big corporate as
service and network provider telecommunication in Indonesia. Telkom Indonesia is a State-Owned
Enterprise State (or Badan Usaha Milik Negara or BUMN) whose shares are majority held by
Indonesian Government and the remaining shares traded on the Jakarta Stock Exchange through a
public offering without listing. PT Telkom Indonesia (Persero) Thk (Telkom) is a State-Owned
Enterprise (BUMN) engaged in information technology and communication services (ICT) and
telecommunication network in Indonesia. Telkom's majority shareholder is the Government of the
Republic of Indonesia of 52.09%, while the remaining 47.91% is controlled by the public. Telkom
shares are traded on the Indonesia Stock Exchange (IDX) with the code "TLKM" and New York
Stock Exchange (NYSE) code "TLK".

HCM provides training for the employee of Telkom Indonesia. Training and development
as a process where employees gain knowledge and skills that will improve and develop them to
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perform tasks to accomplish their personal and organizational goals. Their responsibility includes
talent management, career management, leadership development, talent retention and reward
management, organization culture development. Every one of us has heard the term employee
engagement. It has been on the mind of the world's best business pioneers throughout the previous
couple of years and has spread as a key term from association to association like rapidly spreading
fire. HR offices everywhere throughout the globe have been caught up with creating systems, while
businesses' ideal and most splendid idea pioneers have all had their say on it. (Smith, Nik Penhale.
2018).

Commitment resembles a passion. Much the same as different interests in life, for

example, sport, nourishment, reading. Commitment at work has three characterizing qualities:

1. Time flies and people forget they are working

2. Work gives employees energy; it doesn’t drain

3. Employees feel motivated and want to do their work everyday
As a rule, the advantages of work engagement can be part into three general categories: employee,
organization, and customers. (Smith, Nik Penhale. 2018).

Employees who are engaged in their work and bring passion into the workplace put more
effort into their work, are more productive, make more effective use of resources, act as the
company’s advocates and are happier at work (Bailey C, Madden A, Alfes. 2015; In Smith 2018,
page 10).

For organization, employee engagement expands representative maintenance and
dedication. Exceedingly drew in representatives are unwilling to leave and are less disposed to be
enticed to search for employment outside of the association. In dangerous businesses commitment
has likewise been corresponded with expanded security levels. Maybe above all, the commitment
has been connected to larger amounts of benefit and business execution. (Markos & Sandhya
Sridevi. 2010; in Smith, 2018, page 10).

Consistently Aon estimates representative commitment for more than 1,000 organizations
around the world. This examination has been led utilizing information from more than 8 million
worker reactions in 2016 and 2017. The reactions originate from associations with as few as 100
representatives to the most complex associations with a huge number of workers. More than 60
enterprises are spoken to in the examination. Based on global survey employee engagement from
Aon Hewitt, from 2014 to 2018 there are increasing and decreasing in each year. (Aon Hewitt
Survey, 2018)
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Figure 1. 1 Aon Hewitt Global Survey Employee Engagement, 2018.
Source: http://www.aon.com/

Employees will develop faster and better, and can work more efficiently, if before they
work, they receive training first, under the supervision of an expert instructor supervisor.
(Manullang, 2012). An employee who has just worked in a company must be given training so that
the employee knows how to do the work in accordance with the job description he has in the
company. Not only for new employees, but training must also be given to employees who have long
worked to develop their skills and abilities. PT Telekomunikasi Indonesia Witel Jabar develop the
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employee and can achieve the goals. Regarding of it, PT Telekomunikasi Indonesia Witel Jabar need
to increase the employee performance by training and develop. Based on the data that already
explained, the employee engagement demonstrates a change over the timeframe, while it ought to
be increase or decrease has a reliable accomplishment in every period.

Training usually focuses on providing employees with special skills or helping them correct
weaknesses in their performance. Therefore, to support the need for skilled employees and
professional companies, they prefer to provide training to all employees to achieve optimal work
results. Hence, in this research, the author wants to focus on the Training in PT Telekomunikasi
Indonesia Witel Jabar which as per some past examinations, those 2 aspects are having relationship
to the Work Engagement and Organizational Commitment.

2. LITERATURE REVIEW

2.1 Human Resource Management

Human Resource Management is the process of obtaining, training, assessing, and
compensating employees, paying attention to their work relationships, health and security, and
about their justice problems (Dessler, 2013:30)
2.2 Organizational Commitment

Buchanan (2017) state that organizational behaviour is the study of the structure and
management of organizations, their environments, and their surroundings, and the activities and
cooperation of their individual individuals and gatherings.
2.3 Training and Development

Noe (2017) reveals training is a planned business enterprise to facilitate employee
learning regarding competencies related to their work. This competence includes knowledge, skills
or behavior that are very important to support employee performance.
24 Employee Engagement

According to Bakker dan Laiter (2010:4) “Work engagement is the the assumed opposite
of burnout. Engaged employees have a sense of energetic and effective connection with their work
activities and they see themselves as able to deal well with demands of their job”. This implies the
representatives included and they see themselves prepared to manage with their activity requests
well.
2.5 Organizational Commitment

According to Colquitt et al. (2018), organizational commitment is defined as the desire on
the part of an employee to remain a member of the organization.

3. RESEARCH METHODES
3.1 Based on Method

The method that is used in this research is quantitative method. According to Darmawan
(2013: 37), quantitative research is a process of finding knowledge that uses numerical data as a
tool to find information about what we want to know. Quantitative method used to look at the
populace or certain examples, information gathering utilizing research instruments, quantitative
information examination/insights, with the expect to test a theory that has been set.
3.2 Based on Purpose

This research is using descriptive research. According to Darmawan (2013: 37),
descriptive research is research that seeks to explain the current problem solving based on data so
that it presents data analyse and interpret.
3.3 Based on Type of Research

The type of research that used in this study is causal analysis. Causal analysis is utilized
when the creator needs to depict the reason for an issue, either exploratory or non-trial (Indrawati,
2015). Understanding with this examination, the creator needs to distinguish what are the huge
elements that will impact the representatives' commitment and authoritative responsibility in PT
Telekomunikasi Indonesia Thk.
34 Based on Unit of Analysis

The unit of analysis in this research is individual, where the author wants to analyse the
individual, which consist of the employee in PT Telekomunikasi Indonesia Tbk.
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35 Based on Involvement of Researcher

This research is using the non-intervention setting. Non-intervention setting is used in
conducting the study in a natural setting essentially means that the author is simply observing the
subjects in their "real life" environments.

3.6 Based on Time Dimension

In this research, the author is using the cross-sectional time dimension, which is
collecting the data in only once, during the period of daily, weekly, or monthly, in order to answer
the research questions. In other words, the data gathered for a specific point in time.

3.7 Measurement Scale

Measurement scale that utilized in this research is ordinal scale. According to Indrawati
(2015), ordinal scale is a scale that sort rankings between classifications, in this way, it will
recognize a condition to another condition.

Scale of instrument that used in this research is Likert scale. Likert scale is used to
measure attitudes, opinions, and perceptions of a person or group of people about social
phenomena (Hikmawati, 2017: 38). The use of the Likert scale, the variables to be measured are
translated into variable indicators. Then the indicator is used as a starting point for compiling
instrument items which can be in the form of statements or questions (Hikmawati, 2017: 38). Each
question that answered will get the score. In this research, neutral answers can be ignored to avoid
the sense of uncertainty that is not expected. Umar (2005) revealed that the data on the category of
"neutral™ is not used in the analysis if the respondents will not give a reason. This aim to avoid the
Error Central Tendency. Error central tendency is the tendency of respondents to choose the
answer that is neutral or in the middle, so it will difficult to analyse. In this research the
measurement scale and a score value can be seen in the following table below:

Table Likert Scale
Alternative answer Scale
Strongly agree
Agree
Neutral
Disagree
Strongly disagree
Source from the researcher. (2018)
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3.8 Data Collection
a. Direct Observation
In this research, the author used field research in order to obtain the information, facts, and
data. Field study is intended to offer students the chance to analyse the issue in the field, assess the
advantage of the thoughts that displayed in the organization and social occasion data from the human
asset and advancement division in Telkom Corporate University. Therefore, the author is conducted
the causal study to examine the important cause between variables in correlational studies that
related to the problem.
b. Type of Data
The type of data that used in this research included:
1. Primary data
Primary data is data provided directly to researchers (Widodo, 2017: 72). Thus, in this
research the author conducted the data by spreading the questionnaires, in which the respondents are
the employee of PT Telekomunikasi Indonesia Thk.
2. Secondary Data
According to Widodo (2017: 72), secondary data is data obtained indirectly given to
researchers, in the form of documents. Secondary data used in this study are based on books,
journals, previous research, and the internet



ISSN : 2355-9357 e-Proceeding of Management : Vol.6, No.3 Desember 2019 | Page 5862

3.9 Research Stages
A good research is research that carried out systematically or in accordance with the correct
steps. The following research stages that the author used in this research can be seen below:

Problem
]

Define Research

|
] 1§

Literature Review Object of research
1 | |

| |
Variable identification

|
Data collection
|

Secondary data
!
Data processing
!
Process data result and

!

Conclusion and

3.10 Path Analysis

According to Newsom (2015) mediation is a hypothesized causal chain in where one
variable influences a second variable that, in turn, affects a third variable. The intervening variable,
M, is the mediator. It “mediates” the connection between an indicator, X, and an outcome. This
analysis is to determine the direction of the relationship between the independent variable and the
dependent variable whether positive or negative and to predict the value of the dependent variable
if the value of the independent variable increases or decreases. The equations are:

Z=0+B1X+B2Y+ B3XY+e

Z: Organizational Commitment

a: Constants

B1: Regression coefficient Training

X: Training

B2: Regression coefficient Employee Engagement
Y: Employee Engagement

e: error rate

Based on these coefficient values, it will be known which variable gives the biggest effect
of the smallest influence on the dependent variable. The following figure is a path analysis model in
this study:
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4, ANALYSIS AND DISCUSSION
4.1 Characteristic by gender

The first respondent’s characteristic of this study is gender. The characteristic shown in

table below:
Table Respondent’s gender
Gender Frequency Percentage
Male 173 68.37%
Female 80 31.63%
Total 253 100%

Source: Processed by Author 2019
According to Robbins (26, 2018), 2012 meta-analysis of job performance studies found
that women scored marginally higher than men on execution measures (although, appropriate to our
dialog on separation, men were evaluated as having higher advancement potential). As shown in the
table 4.1, PT Telekomunikasi Witel Jabar is dominated by male employee, there are 173 male
respondents (68.37%), and 80 female respondents (31.63%), with the total number of respondents

is 253.
The second respondent’s characteristic of this study is age. The characteristic shown in
table below:
Table Respondent’s age
Age range Frequency Percentage
15-65 253 100%

Source: Processed by Author 2019

According to Robbins (25,2016), based on studies of the age—turnover relationship, the
older you get, the less likely you are to quit your job. As shown in the table, training program are
attended by the employee who are younger and new to the company.

4.2 Training and Development (X)

Based on the results of data processing on training variables (X) found, the lowest
percentage of statement is on the indicator A11 “I attended training to get more knowledge for
work.” which is 84%, from this percentage of those indicators it can be seen that statement number
All has the smallest percentage that can be interpreted by employees at PT. Telekomunikasi
Indonesia Witel Jabar does not think attend training can gain more knowledge. The highest
percentage of the statement is indicator A4 that is 91% which is “I feel training has a purpose to
improve my job skill.”, the employee of PT. Telekomunikasi Indonesia Witel Jabar willing to attend
training to improve their ability.

From the results of data processing on training variable (X) found, the percentage of
variable average is 88%. To find out the average percentage of variables by calculating the
percentage of the total statement then divided by the number of statements. Based on the percentage
of the training variable (X), which is included in the high category, which if explained in the
continuum line of research can be seen in Figure 4. 1 below.

Total of Percentage

Total of the indicators

Total average percentage =

4.3 Employee Engagement (Y)
Based on the results of data processing on employee engagement variables (Y) found, the

lowest percentage of statement is on the indicator B15, B16, B19, and B20 which is 86%. The
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highest percentage of the statement is indicator B21 that is 91% which is “I consider completing my
work a challenge.”, the employee of PT. Telekomunikasi Indonesia Witel Jabar are feel their
challenge is completing work.

From the results of data processing on the employee engagement variable (Y) found, the
percentage of variable average is 88%. To find out the average percentage of variables by calculating
the percentage of the total statement then divided by the number of statements.

4.4 Organizational Commitment (Z)

Based on the results of data processing on organizational commitment variables (Z) found, the
lowest percentage of statement is on the indicator C32 “I am aware of the consequences leaving the
company.” which is 86%, from this percentage of those indicators it can be seen that statement
indicator number C32 has the smallest percentage that can be interpreted by employees at PT.
Telekomunikasi Indonesia Witel Jabar does not aware of the consequences leaving the organization.
The highest percentage of the statement is indicator C27 that is 91% which is “I feel related to this
organization.”, the employee of PT. Telekomunikasi Indonesia Witel Jabar are having a relation to
the company.

From the results of data processing on the organizational commitment variable (Z) found
the percentage of variable average is 88%. To find out the average percentage of variables by
calculating the percentage of the total statement then divided by the number of statements.

4.4 Discussion and Research Results

In this study, there were questionnaires with 14 statement items for training, 10 statement
items for employee engagement variables, and 12 statement items for organizational commitment
variables were filled by 253 respondents. Data from the questionnaire were processed by the
coefficient of determination test and partial test (t test), with the aim to determine the effect of
intervening variables namely employee engagement on the organizational commitment. Based on
the coefficient of determination test in table 4.12, shows that the value of R2 is 28.7%. This means
that employee engagement has an effect of 28.7% on organizational commitment, while 71.3% of
organizational commitment is influenced by other variables.

Based on the partial test results (t test) in table 4.13 shows that t arithmetic> t table, which
is 4.572 > 3.340. This indicates that HO is rejected, which means that training has a significant
effect on employee engagement. Based on the F test shows that F value is 23.196, this indicates
that HO is rejected and H1 is accepted. Based on the path analysis shows that the value of R2 is
41.3% and 28.7%. This means that training has an effect of 41.3% on employee engagement,
while 58.7% of employee engagement is influenced by other variables and employee engagement
has an effect 28.7% on organizational commitment while 71.3% is influenced by other variables.
Based on the partial test results (t test) in table 4.13 shows that t arithmetic> t table, which is 5.787
> 3.340. This indicates that HO is rejected, which means that training has a significant effect on
employee engagement. Judging from the two tests, it can be concluded that if the training score
increases by one unit, it will increase the organizational commitment score through employee
engagement done by employees by 0.344 with an error of 0.766. If the employee engagement
score increases by one unit, it will increase the organizational commitment score done by
employees by 0.359 with an error of 0.713 of employees at PT Telekomunikasi Indonesia Witel

Jabar.
5. Conlusion and Suggestion
5.1 Conclusion

Based on the research conducted on the influence of training towards employee
engagement and organizational commitment in PT Telekomunikasi Indonesia Witel Jabar, some
conclusions can be drawn that are able to answer the formulation of the problems formulated in
this study, the answers are as follows:

a. Training variable reached 88% classified as very high, Employee engagement
variable reached 88% classified as very high, Organizational Commitment variable reached
88% classified as very high.

b. Training have a positive and significant influence on the organizational
commitment through the employee engagement of PT Telekomunikasi Witel Jabar employee
in contributing for the company that there is an effect of 41.3% between training and employee
engagement and 28.7% between employee engagement and organizational commitment.
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5.2 Suggestion

5.2.1  Practical Aspects

a. Based on the results of the research on training in PT Telekomunikasi Indonesia Witel Jabar
employee is classified as high. Training are needed because the employee will be led to be able
to gain the knowledge and ability to work more effectively and facilitate employee learning
regarding competencies related to their work. To improve the training of employee who are still
low, where the dimensions of enrolling in course with a percentage of 84%. The training
programs from the company is to facilitate and improving their competencies and skill. Because
training is one way to improve employee skills.

b. Based on the results of the study of employee engagement in PT Telekomunikasi Indonesia Witel
Jabar employee is classified as high. To improve the employee engagement of employee who
are still low, where the dimensions of enthusiasm and dedication in the company have a result
with a percentage of 86%. To further enhance the employee engagement of environment for the
employee, the company should improve in making the workplace with enthusiasm to the
employee so they can deliver they best at work and the employee are dedicated to the company.

c. Based on the results of the study of organizational commitment in PT Telekomunikasi Indonesia
Witel Jabar employee is classified as high. To improve the organizational commitment of
employee who are still low, where the dimensions of awareness of the consequences have a result
with a percentage of 86%. To further enhance the organizational commitment of awareness for
the employee, the company should give an information about the consequences.

5.2.2  Theoretical Aspects

a. The variable used in this study is that training significantly influences organizational
commitment by using employee engagement as intervening variable. It is suggested that the
next researcher can examine other factors that influence employee engagement and
organizational commitment, for example, soft skills, job engagement, motivation and other
variables. This suggestion is proposed to obtain more varied results and enrich existing
theories.

b. Based on this research method using quantitative methods for future research is recommended
to use qualitative research methods.

c. Based on the object of research, further researchers should use different scope and use simple
linear regression analysis to give different research results, so that further research is expected
to expand the object of research or conduct research at universities and other majors.



ISSN : 2355-9357 e-Proceeding of Management : Vol.6, No.3 Desember 2019 | Page 5866

REFRENCES

[1] Albdour, A. & Altarawneh, (2014). Employee Engagement and Organizational
Commitment: Evidence from Jordan. International Journal of Business

[2] Aon Empower Result (2018). Percentage Employee Engagement in Global. London.
Available: www.aon.com. [28 September 2018]

[3] Bakker, A.B dan Leiter, M.P (2010). Work Engagement: a handbook of essential theory
and research. New York. Psychology Press.

[4] Blanchard, Nick & Thacker, James. (2012). Effective Training (4th ed.). Prentice-Hall.

[5] Buchanan, D. and Huczynski, A. (2017). Organizational behaviour. 9th ed. Harlow [u.a.]:
Pearson, p.773.

[6] Colquitt, Jason. (2019). Organizational Behavior: Improving Performance and
Commitment in the Workplace (6th ed.). New York: McGraw-Hill Education.

[7] Dajani, Maha Ahmed Zaki (2015). The Impact of Employee Engagement on Job
Performance and Organisational Commitment in the Egyptian Banking Sector. Journal of
Business and Management Sciences Vol. 3, No.5

[8] Darmawan, Deni. (2013). Metodologi Penelitian Kuantitatif. Bandung: Remaja
Rosdakarya Offset.

[9] Dessler, Gary. (2016). Human Resource Management (15th ed.). Pearson.

[10] Faderman, Brad. (2009). Employee engagement: A road for creating profits, optimizing
performance, and increasing loyality, San Fransisco: Jossey Bass.

[11] Ghozali, Imam. (2016). Aplikasi Analisis Multivariete Dengan Program IBM SPSS 23 (8th
ed.). Semarang: Badan Penerbit Universitas Diponegoro.

[12]Hanayasha, Jalal. (2016). Testing the Effects of Employee Engagement, Work
Environment, and Organizational Learning on Organizational Commitment. Procedia -
Social and Behavioral Sciences 229:289-297.

[13]Hikmawati, Fenti. (2017). Research Methodology. Depok: RajaGrafindo Persada.

[14] Imperatori, Barbara (2017). Engagement and Disengagement at Work Drivers and
Organizational Practices to Sustain Employee Passion and Performance

[15] Indrawan, Rully and Yaniawati, R. (2014). Metodologi Penelitian Kuantitatif, Kualitatif,
dan Campuran untuk Manajemen, Pembangunan, dan Pendidikan. Bandung: PT Refika
Aditama.

[16] Indrawati. (2015). Metode Penelitian Manajemen dan Bisnis Konvergensi. Teknologi
Komunikasi dan Informasi. (1st ed.). Bandung: PT. Refika Aditama.

[17]1Khalid, Ambar and Khalid, Saba. (2015). Relationship Between Organizational
Commitments, Employee Engagement and Career Satisfaction a Case of University of
Guijrat, Pakistan. J. S. Asian Stud. 03 (03) 2015. 323-330.

[18] Khan, Abdul Sattar and Jan, Farooq. (2015). The Study of Organization Commitment and
Job Satisfaction among Hospital Nurses. A Survey of District Hospitals of Dera Ismail
Khan. Retrieved from https://globaljournals.org/GIMBR_Volumel5/3-The-Study-of-
Organization-Commitment.pdf

[19] Kreitner, Robert and Angelo Kinicki. (2011). Organizational Behavior. Jakarta: Salemba
Empat.

[20] Lewiuci, P and Mustamu, R. (2016). Pengaruh Employee Eengagement Terhadap Kinerja
Karyawan pada Perusahaan Keluarga Produsen Senapan Angin. AGORA Vol. 4, No. 2. Pp
101-107

[21] Macey, W.H. and Schneider, B. (2008) The meaning of employee engagement. Industrial
and Organizational Psychology: Perspectives on Science and Practice, 1, 3—-30.

[22] Manullang. (2012). Manajemen Sumber Daya Manusia (1st ed.). Bandung: Citapustaka
Media Perintis.

[23] Miroshnik V.W. (2013) Organizational Culture and Commitment. In: Organizational
Culture and Commitment. Palgrave Macmillan, London.

[24] Newman, Alexander et al. (2011). The impact of employee perceptions of training on
organizational commitment and turnover intentions: a study of multinationals in the
Chinese service sector. The International Journal of Human Resource Management
22(8):1765-1787.



ISSN : 2355-9357 e-Proceeding of Management : Vol.6, No.3 Desember 2019 | Page 5867

[25] Newsom, J. (2015). Longitudinal Structural Equation Modeling: A Comprehensive
Introduction. Routledge: United Kingdom.

[26] Noe, Raymond A. (2017). Employee Training and Development (7th ed.). McGraw-Hill.

[27]Riduwan & Kuncoro. (2011). Cara Menggunakan dan Memakai Path Analysis (Analisis
Jalur). Bandung: Alfabeta

[28] Riduwan & Sunarto, H. (2013). Pengantar Statistika untuk Penelitian Pendidikan, Sosial,
Ekonomi, Komunikasi, dan Bisnis. Bandung: Alfabeta.

[29] Rivai, Veithzal. (2014). Manajemen Sumber Daya Manusia Untuk Perusahaan, Jakarta:
Raja Grafindo Persada.

[30] Robbins, Stephen P. & Judge, Timothy A. (2016). Organizational Behavior. Canada:
Pearson.

[31]Roberts, D. (2013) “Using Engagement Analytics to Improve Organizational
Performance.” Employee Relations Today. Wiley Periodicals.

[32] Schermerhorn, John R. (2015). Introduction to Management (13th ed.). John Wiley & Sons.

[33] Sekaran, Uma dan Bougie, Roger (2017). Metode Penelitian untuk Bisnis. Jakarta: Penerbit
Salemba Empat.

[34] Slamet, D, A. & Sutopo, D, E, Y. (2017). Statistika Inferensial. Yogyakarta: Andi.

[35] Smith, Nik Penhale. (2018). The Global Employee Engagement in The Global Employee
Engagement Index (3rd vol.). The Netherlands. Effectory International. Available on:
https://www.effectory.com/request/thankyou-download/? _ FormGuid=3f6f05d8-1233-
4f88-a58e-0b3c63a73a5d& FormLanguage=en& _FormSubmissionld=cd8472cc-f17d-
48f8-a7b9-1c69f08e083c

[36] Sunyoto, D. (2011). Analisis Regresi dan Uji Hipotesis. Jakarta: PT Buku Seru.

[37]Sutopo, D. E. Y. & Slamet, D. A. (2017). Statistik Inferensial. Yogyakarta: Andi.

[38] Supardi (2013). APLIKASI STATISTIKA DALAM PENELITIAN: Konsep Statistika
Yang Lebih Komperhensif. Jakarta: Change Publication.

[39] Suwatno. & Priansa, D. (2011). Manajemen Sumber Daya Manusia, Dalam Organisasi
Publik dan Bisnis. Bandung: Alfabeta.

[40] Triyono, A. (2012). Paradigma Baru Manajemen Sumber Daya Manusia. Yogyakarta:
Oryza.

[41]Widodo. (2017). Metodologi Penelitian Populer & Praktis. PT RajaGrafindo Persada.

[42] Zikmund, W., Babin, B., Carr, J. and Griffin, M. (2013). Business research methods. 9th
ed. Mason, OH: South-Western, p.Chapter 4..



