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This study aims to find out how competency and 
organizational culture affect employee work 
productivity, both partially and simultaneously, at 
Abuba Steak Cipete, South Jakarta. A quantitative 
method was applied with a population of 57 
employees, using saturated sampling in which all 
employees were included as respondents The data 
analysis techniques used in this study include data 
instrument testing, classical assumption testing, 
simple linear regression, multiple linear regression, 
correlation coefficient analysis, and coefficient of 
determination analysis. The hypotheses were 
evaluated using both the t-test and F-test. The 
regression analysis shows that the calculated t-value 
of 11.336 exceeds the t-table value of 2.004 (11.336 > 
2.004). This result is further supported by the 
significance value of 0.000, which is less than 0.05. 
Therefore, Ho1 is rejected and Ha1 is accepted, 
indicating that competence has a significant effect 
on employee work productivity. Based on the 
regression analysis results, the t-value is greater 
than the t-table value (5.090 > 2.004). This finding is 
supported by the significance value of 0.000, which 
is below 0.05. Therefore, Ho2 is rejected and Ha2 is 
accepted, indicating that organizational culture has 
a significant effect on employee work productivity. 
The ANOVA results indicate that the calculated F-
value is 329.792, compared with an F-table value of 
2.78 at a 0.05 significance level for n = 54. Because 
the calculated F-value exceeds the F-table value 
(329.792 > 2.78), and the significance value is 0.000 < 
0.05, the independent variables are shown to have a 
significant effect on employee work productivity 
when considered together. Therefore, the findings 
indicate that competency (X1) and organizational 
culture (X2) have a significant combined effect on 
employee work productivity (Y)  
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INTRODUCTION  
In the current era of globalization and economic dynamics, the 

development of the business world in Indonesia has increased very rapidly, one 
of which is in the culinary industry sector (food and beverages). Increasingly 
fierce competition requires every company to continue to innovate and improve 
the quality of its services in order to survive and win market share. One of the 
main strategies to achieve this competitive advantage relies on effective 
management of Human Resources (HR). Human resources are no longer just a 
production factor, but a strategic asset (human capital) that drives all company 
operations to achieve the goals that have been set. 

Abuba Steak Cipete, South Jakarta, as one of the well-known restaurants 
that offers quality culinary products, relies heavily on the performance and work 
productivity of its employees. Employee work productivity is a reflection of the 
level of efficiency and effectiveness in producing goods and services. Productive 
employees are able to complete tasks quickly, precisely, and in accordance with 
the set standard operating procedures (SOPs), which will ultimately have a direct 
impact on customer satisfaction and restaurant profitability. However, to achieve 
the maximum level of productivity, there are various fundamental factors that 
must be considered by management, where two crucial factors are employee 
competence and organizational culture. 

The first factor that greatly affects productivity is Competence. 
Competence refers to the combination of knowledge, skills, and attitudes 
possessed by an employee in completing his work. In the public service industry 
such as Abuba Steak, competent employees will adapt more quickly to job 
demands, be able to handle customer complaints well, and minimize operational 
errors (zero error). On the other hand, the mismatch between the competencies 
possessed by employees and the workload can lead to slow service and decreased 
work productivity. 

The second factor that is no less important is Organizational Culture. 
Organizational culture is a system of common meaning, values, and beliefs 
embraced by all members of the organization that serve as a guideline in 
behaving and acting in the work environment. A strong and positive 
organizational culture—such as discipline, teamwork, integrity, and quality 
orientation—will create a conducive work environment. This will 
psychologically encourage employee work motivation. If Abuba Steak Cipete is 
able to internalize a good organizational culture, then employees will feel that 
they have a strong bond with the company, which will directly spur work morale 
and increase overall productivity. 

Given the importance of the role of employees in restaurant operations, 
the assessment of the extent of their competencies and how to implement the 
organizational culture at Abuba Steak Cipete is very relevant. Management 
needs to ensure that the 57 employees who drive the operational wheels in this 
branch not only have adequate technical competencies, but also work in the 
organizational cultural ecosystem that supports the achievement of targets. 

Based on the explanation of the phenomenon and theoretical basis above, 
it is necessary to prove empirically through quantitative research.  
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Therefore, this study takes the title: "The Influence of Organizational 
Competence and Culture on Employee Work Productivity at Abuba Steak 
Cipete, South Jakarta". 

 
LITERATURE REVIEW 

Management can be understood as both a science and an art that focuses 
on managing human resources and other available resources effectively and 
efficiently. It involves coordinating the elements of man, money, materials, 
machines, methods, and markets through teamwork to achieve predetermined 
organizational goals. In this context, Human Resource Management (HRM) plays 
a crucial role by focusing on managing human thinking, creating, and talent skills 
that need to be fostered and developed. The ultimate goal of implementing good 
HRM is to increase efficiency, effectiveness, and productivity in the organization. 

One of the main drivers of productivity is the competencies possessed by 
employees. Competence reflects comprehensive abilities that include aspects of 
knowledge, skills, and attitudes that allow individuals to carry out tasks 
effectively according to set standards. Competence is not just technical skills, but 
is formed by five main components, namely skills, motivation, personal 
characteristics, self-concept, and knowledge. Operationally, this level of 
competence can be measured through indicators of skills in achieving goals, 
specific knowledge levels, professional and confident self-concept, character in 
completing tasks, and motivation to act. 

In addition to individual factors, organizational culture also plays an 
important role as a systemic environment in which employees work. 
Organizational culture is defined as a set of values, beliefs, norms, habits, and 
ways of acting that are practiced and accepted by all members. This culture 
serves as a guideline for behavior, shaping a company's identity, and 
determining how a job is completed. A positive and strong organizational culture 
has been proven to be able to encourage discipline, increase commitment, and 
create a conducive work environment. Evaluation of organizational culture is 
generally based on an innovative attitude in taking risks, orientation to task 
results and details, and attention to welfare and justice for all employees. 

Collaboration between adequate individual competencies and a 
conducive organizational culture ultimately leads to the achievement of work 
productivity. Work productivity is the ability of employees to complete work 
effectively and efficiently in order to produce optimal output within a certain 
period. It reflects the ratio of the results obtained to all the resources used. This 
level of productivity is greatly influenced by training factors, physical and mental 
readiness, and the quality of superior-subordinate relationships, which are 
practically measured through the quantity and quality of work, timeliness of 
completion, attendance levels, and the ability to cooperate within the team. 

Various previous studies have confirmed the existence of a close 
relationship between these variables. Previous studies have consistently shown 
that individual competencies have a positive and significant influence on 
employee performance or productivity. In addition, the implementation of a 
strong and positive organizational culture has also been shown to have a 
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significant direct influence on improving performance. Based on the synthesis of 
these theoretical and empirical studies, it can be hypothesized that competencies 
(as internal factors of individuals) and organizational culture (as external factors 
of the work environment), both partially and simultaneously, have a positive and 
significant influence on increasing employee work productivity. 
 
METHODS 

This study applies a quantitative approach using a causal associative 
research design. This approach was chosen to examine and analyze the causal 
relationships between the variables in the study. In this research, competency 
and organizational culture are the independent variables, while employee work 
productivity is the dependent variable. The research was conducted at the Abuba 
Steak Cipete branch in South Jakarta. The research was carried out over a period 
of ten months, from October 2025 to July 2026, covering the preparation stage, 
initial observation, data processing, and report preparation. 

The population consisted of 57 employees of Abuba Steak Cipete. Given 
the relatively small population size (under 100 people), the sampling technique 
applied in this study is the saturated sampling, which is also known as a census. 
Using this approach, all 57 employees in the population are included as part of 
the research sample to reduce the chance of error when making generalizations. 
The study uses data from both original sources and other existing sources. 
Primary data were gathered directly from the field by observing and using short 
questionnaires given to the people involved. The questionnaire used a Likert 
scale, which had numbers from 1 (Strongly Disagree) to 5 (Strongly Agree), to 
measure what the respondents thought or felt. Besides that, some information 
was collected from existing writings, earlier research, and official papers from 
companies that are related to the topic being studied. 

The collected primary data were organized and analyzed with the 
assistance of Statistical Package for the Social Sciences (SPSS) version 26. Prior to 
the main analysis, the questionnaire was tested for validity and reliability to 
ensure that the instrument accurately measures the variables and produces 
consistent results. To ensure that the regression model is unbiased and meets the 
requirements of inferential statistics, classical assumption tests were also 
conducted. Furthermore, so that the regression equation model used is not biased 
and meets the requirements of inferential statistics, a series of classical 
assumption tests are carried out. These tests consist of a normality test to 
determine whether the data follow a normal distribution, a multicollinearity test 
to identify any correlation among the independent variables, and a 
heteroscedasticity test to determine whether the residual variance remains 
consistent across observations. 

After all the prerequisites of the assumption test were met, the analysis 
proceeded with simple and multiple linear regression. These methods were 
applied to examine the direction and extent to which competency and 
organizational culture affect employee work productivity. To measure the degree 
of closeness of the relationship between variables, correlation coefficient analysis 
was used, while the percentage of contribution of independent variables in 
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explaining the fluctuations of dependent variables was measured through the 
determination coefficient ($R^2$). The final stage of data processing was 
hypothesis testing which was carried out through a partial significance test (t-
test) and a simultaneous significance test (F-test). The entire decision-making 
process in this hypothesis test was based on a significance or alpha level of 5% 
(0.05). 

 
RESULTS AND DISCUSSION 
Respondent Characteristics 

Table 1. Characteristics of Respondents 

Characteristics Categories n % 

By Gender 
Men – men 27 47.3 

Women 30 52.7 

By Age 

<20 years old 26 45.6 

21–30 years old 20 35.1 

31–40 years 7 12.3 

>41 years old 4 7.0 

By Education Level 

High School 15 26.3 

D3 8 14.0 

S1 32 56.1 

S2 2 3.5 

Based on the 
Length of Bekarja 

<1 year 8 14.0 

1–2 years 15 26.3 

3–4 years 32 56.1 

>5 years 2 3.5 

Source : SPSS 26, 2026 
 
Descriptive Analysis  

Table 2. Descriptive Variables 

Variable Items Red Category 

Competencies (X1) 10 3.76 Good 

Organizational 
Culture (X2) 

10 3.61 
Good 

Work Productivity 
(Y) 

10 3.19 
Not Good 

Source : Data processed by the author, 2026 
The questionnaire results show that the competency variable (X1) has an 

average score of 3.76, which falls into the good category. Similarly, organizational 
culture (X2) has an average score of 3.61 and is also categorized as good. In 
contrast, employee work productivity (Y) has an average score of 3.19, placing it 
in the poor category. These findings indicate that improvements in employee 
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productivity are still necessary. In particular, strengthening employee 
competencies and applying organizational culture more effectively may help 
improve the overall quality of work outcomes. 

 
Data Reliability Test 

Table 3. Instrument Reliability Test 

Variable Cronbach's Alpha Criterion Results 

Competencies (X1) 0.900 > 0.60 Reliable 

Organizational 
Culture (X2) 

0.866 > 0.60 Reliable 

Work Productivity 
(Y) 

0.927 > 0.60 Reliable 

Source : SPSS 26, 2026 
Based on the data in the table above, it is known that the value of the alpha 

reliability coefficient (r) for all variables is greater than the required minimum 
value, which is 0.60. Thus, it can be concluded that all variables in this study have 
a good or reliable level of reliability so that they are suitable for use as a 
measurement instrument. 

 
Classic Assumption Test 

Table 4. Classical Assumption Test 

Test Indicator Results Decision 

Normality Asymp. Sig. 0.200 Normal 

Multicollinearity Tolerance / VIF 0.373 / 2.683 
Multicollinearity 
does not occur 

Heteroskedasticity 

Glejser Sig. X1 0.846 
Heteroscedasticity 
does not occur 

Glejser Sig. X2 0.414 
Heteroscedasticity 
does not occur 

Source : SPSS 26, 2026 
The results from the classical assumption test in Table 4 show that the data 

meet the required assumptions. The normality test produces an Asymp. The 
significance value is 0.200, which is more than 0.05, meaning the data is normally 
distributed. The multicollinearity test shows a Tolerance value of 0.373, which is 
more than 0.10, and a VIF value of 2.683, which is less than 10. This indicates that 
there is no multicollinearity among the independent variables. At the same time, 
the heteroscedasticity test shows significance values of 0.846 for competency (X1) 
and 0.414 for organizational culture (X2), which are both greater than 0.05. The 
regression model doesn't show heteroscedasticity and satisfies all the usual 
assumptions required for further analysis. 
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Simple Linear Regression Analysis 
Table 5. Simple Linear Regression 

Variable Constant 
Regression 
Coefficients 

t count Sig. 

Competencies 
(X1) 

7,539 0,881 20,884 0,000 

Source : SPSS 26, 2026 
Based on the results of simple linear regression, the regression equation Y 

= 7.539 + 0.881X1 is obtained. A constant value of 7.539 indicates that if the 
competency is zero, then the employee's work productivity is 7.539. The 
competency regression coefficient of 0.881 indicates that every increase in 
competency by one unit will increase the employee's work productivity by 0.881. 

Variable Constant 
Regression 
Coefficients 

t count Sig. 

Organizational 
Culture (X2) 

11,576 0,810 12,651 0,000 

Source : SPSS 26, 2026 
Based on the simple linear regression analysis, the regression equation 

obtained is Y = 11.576 + 0.810X2. The constant value of 11.576 represents the level 
of work productivity when organizational culture is zero. Meanwhile, the 
regression coefficient of 0.810 indicates that every one-unit increase in 
organizational culture will increase employee work productivity by 0.810. 
Simple Linear Regression Analysis 

Table 6. Multiple Linear Regression 

Variable B Std. Error Beta t Sig. 

Constant 5.679 1.411 — 4.024 0.000 

Competencies 
(X1) 

0.650 0.057 0.695 11.336 0.000 

Organizational 
Culture (X2) 

0.293 0.058 0.312 5.090 0.000 

Source : SPSS 26, 2026 
Based on the results from the multiple linear regression analysis and the 

partial t-test shown in Table 5, the regression equation Y = 5.679 + 0.650X₁ + 
0.293X₂ was developed. The competency regression coefficient (X₁) has a value of 
0.650, which means that for every increase in competency, employee work 
productivity is expected to go up by 0.650, as long as other factors stay the same. 
Meanwhile, the coefficient for organizational culture (X₂) is 0.293, which means 
that when organizational culture improves, employee work productivity also 
increases by 0.293. 
 
Analysis of Correlation Coefficients and Coefficients of Determination  

Table 7. Correlation Coefficient and Coefficient of Determination 

Relationship R R² Interpretation 

Competencies → 
Productivity 

0.942 0.888 (88.8%) Very powerful 
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Organizational 
Culture → 
Productivity 

0.863 0.744 (74.4%) Very powerful 

X1 + X2 → 
Productivity 

0.961 0.924 (92.4%) Very powerful 

Source : SPSS 26, 2026 
Based on the results from the correlation analysis in Table 6, the 

competency variable (X1) has a strong connection with work productivity (Y), 
with a correlation value of 0.942.This indicates that there is a very strong link 
between having good competence and being productive at work. The 
determination coefficient shows a value of 0.888, which is 88.8%.This means that 
competence plays a big role, contributing 88.8% to how productive employees 
are at work. 

Moreover, the connection between organizational culture (X2) and work 
productivity (Y) showed a correlation of 0.863, which falls into the very strong 
category. The determination coefficient is 0.744, which is 74.4%.This shows that 
organizational culture plays a big role in how productive employees are at work. 

Simultaneously, organizational competence and culture on work 
productivity obtained a correlation value of 0.961, which is included in the very 
strong category. The determination coefficient was 0.924, which is 92.4%. This 
shows that organizational competence and culture together played a big role in 
employee work productivity, contributing 92.4%. The other 7.6% was affected by 
different factors that weren't part of this study. 
Partial t-test 

Table 8. Partial t-test 

Coefficient 

Models 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 

Error Beta 

1 (Constant) 5.679 1.411  4.024 .000 

Competencies (X1) .650 .057 .695 11.336 .000 

Organizational 
culture (X2) 

.293 .058 .312 5.090 .000 

a. Dependent Variable: Employee work productivity (Y) 

Source : SPSS 26, 2026 
The partial t-test results indicate that competency has a significant impact 

on employee work productivity.The calculated t-value is 11.336, which is higher 
than 2.004, and the significance level is 0.000, which is less than 0.05. So, H1 is 
accepted, which means that having good skills and abilities really makes a big 
difference in how productive an employee is at work. Similarly, the 
organization's culture has a big impact, with a t-value of 5.090, which is higher 
than 2.004, and a significance level of 0.000, which is lower than 0.05. Therefore, 
H2 is accepted, showing that organizational culture has a big impact on how 
productive employees are at work. 
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Simultaneous F Test 

Table 9. Simultaneous F Test 

NEW ERA 

Models 
Sum of 
Squares df 

Mean 
Square F Sig. 

1 Regression 3682.254 2 1841.127 329.792 .000b 

Residual 301.465 54 5.583   

Total 3983.719 56    

a. Dependent Variable: Employee work productivity (Y) 

b. Predictors: (Constant), Organizational culture (X2), Competencies 
(X1) 

       Source : SPSS 26, 2026 
The ANOVA test results show a calculated F-value of 329.792, while the 

F-table value at α = 0.05 for n = 54 is 2.78. Since the F-value we calculated is higher 
than the F-table value (329.792 is greater than 2.78) and the significance level is 
0.000, which is less than 0.05, we can conclude that both competency (X1) and 
organizational culture (X2) together have a significant impact on employee work 
productivity (Y). 
 
 CONCLUSION 

After reviewing the analysis and discussion presented in the previous 
chapter, the researcher can draw several conclusions from the findings of this 
study. The main conclusions are presented as follows:  
The regression analysis found that the t-value for competency is 11.336, which is 
larger than the t-value from the table, which is 2.004. This result is supported 
because the significance value is 0.000, which is less than 0.05. So, Ho1 is rejected 
and Ha1 is accepted, which means that competency has a big impact on how 
productive employees are at work. 

The regression analysis found that the calculated t-value is 5.090, which is 
higher than the t-table value of 2.004.The significance level is 0.000, which is less 
than 0.05. So, Ho2 is not correct and Ha2 is true, which means that the culture of 
an organization has a big impact on how productive employees are at work. 

The results from the ANOVA test show that the calculated F value is 
329.792, which is much higher than the F value from the table at a 0.05 
significance level with 54 samples, which is 2.78. The calculated F value is higher 
than the table F value (329.792 > 2.78) and the significance level is 0.000, which is 
less than 0.05, so the result is statistically significant. So, both competency (X1) 
and organizational culture (X2) together have a big impact on how productive 
employees are at work (Y). 
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LIMITATIONS 
This research has been tried and carried out in accordance with scientific 

procedures, but nevertheless it still has limitations, namely:  
The factors that affect this study consist of only three variables, namely 

competence and organizational culture towards employee work productivity. 
Meanwhile, there are many other factors that affect employee work productivity.  

There are limitations of research using questionnaires, namely that 
sometimes the answers given by the sample do not show the actual situation. 
 
ADVICE 

The high and low work productivity of employees is influenced by many 
triggering factors. This is evident from the conclusions of the research results as 
described above. Some of the efforts that need to be made include the following: 

Based on the results of the distribution of the questionnaire for the 
Competency variable, it can be concluded that the  competencies in PT Abuba 
Area South Jakarta have the least weight is in statement 1 "I have the skills needed 
to carry out work tasks." namely in the indicator "Skills (Skill)" with the lowest 
average value of 3.37, this value in the range of 2.60 – 3.39 is included in the poor 
category, it can be said that employees are not able to have the required skills. 
Therefore, according to the author, companies are advised to increase efforts to  
develop employee competencies through various structured programs. One of 
the steps that can be taken is to organize training and development in accordance 
with job needs, both through internal and external training. This training is 
expected to be able to close the skill gap that employees have. 

Based on the results of the distribution of the questionnaire for the 
Organizational culture variable, it can be concluded that the organizational 
culture in PT Abuba Area South Jakarta has the least weight is in statement 3 
"Leaders like to develop and implement new things related to company activities 
even though they are risky.", namely in the indicator "Results-oriented" with the 
lowest average value of 3.33, this value in the range of 2.60 – 3.39 is included in 
the poor category, Leaders are advised to improve their ability to develop and 
implement innovations related to company activities, including the courage to 
make decisions that contain measurable risks. This can be done by strengthening 
insights through leadership training and innovation, following industry 
developments, and encouraging a work culture that is open to new ideas. In 
addition, leaders need to implement a good risk management approach, so that 
every innovation carried out remains within controllable limits. Organizational 
support is also important, such as providing space for experimentation, 
providing appreciation for new initiatives, and creating a work environment that 
supports creativity and learning from failure. 

Based on the results of the distribution of the questionnaire for the variable 
Employee work productivity, it can be concluded that the work productivity of 
employees in PT Abuba Area South Jakarta has the least weight, which is in 
statement 4: "I carry out my work duties neatly and regularly. ", which is in the 
"Work Quality" indicator with the lowest average value of 2.81, this value in the 
range of 2.60 – 3.39 is included in the poor category, according to the author the 
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company is advised to improve work discipline and regularity through the 
implementation of a more structured work system. One of the efforts that can be 
made is to establish clear and detailed standard operating procedures (SOPs), so 
that employees have definite guidelines in completing each task. In addition, 
companies need to provide training related to time management, work 
management, and good administrative techniques so that employees are able to 
organize and complete work systematically. It is also important to implement a 
periodic supervision and evaluation system to ensure that work has been carried 
out in accordance with the expected standards of neatness and order. 
 
BIBLIOGRAPHY 
Afandi, F. T., & Veritia, V. (2024). Pengaruh Kompetensi dan Disiplin Kerja 

Terhadap Kinerja Karyawan pada PT Aditama Inovasi Asia di Jakarta 
Selatan. Jurnal Ilmiah m Progres, 14(1). 

Amelia Prameswari Pitaloka. (2022). Literature Review : Faktor - Faktor Yang 
Mempengaruhi Burnout Syndrome Pada Perawat Yang Menangani 
Pasien Covid-19. Professional Health Journal, 4(1), 51–61. 
https://doi.org/10.54832/phj.v4i1.283 

Apriansyah, M. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja 
Karyawan Pada PT. Indotex Indonesia Di Tangerang. Jurnal Ekonomi 
Efektif, 2(4). 

Ardeliana, D. L., & Gandung, M. (2024). Pengaruh budaya organisasi dan 
motivasi kerja terhadap kinerja karyawan pada PT Maya Muncar Cabang 
Sunter Podomoro Kota Jakarta Utara. Journal of Research and Publication 
Innovation, 2(4). 

Ardhana, M. S., & Chaerul, M. (2024). Dampak Pelatihan Terhadap Kinerja 
Karyawan. Yos Soedarso Economics Journal, 6(3), 2024. 

Andriyany, D. P. (2020). Analisis Konsep Produktivitas dan faktor-faktor yang 
mempengaruhi produktivitas kerja karyawan (studi literatur). 2009, 1–7. 

Arikunto. (2021). Prosedur Penelitian: Suatu Pendekatan Praktik. Jakarta: Rineka 
Cipta. 

Arikunto, S. (2022). Prosedur Penelitian Suatu Pendekatan Praktik. Rineka Cipta. 
Bangun, M. F. A., & Sovranita. (2022). Hubungan Antara Manajemen Waktu 

Dengan Prokrastinasi Akademik Pada Mahasiswa Yang Sedang 
Menyusun Skripsi. Jurnal Ilmiah Wahana Pendidikan, 8(22), 575–582. 
https://doi.org/10.5281/zenodo.7388684 

Cipta, A. (2023). Manajemen Sumber Daya Manusia. In Repository Alungcipta 
(Vol. 1, Issue 1). https://doi.org/10.59000/ra.v1i1.4 

Cindy Fatika Sari, Ibnu Malik Assajad, & Moch. Isa Ansori. (2023). Kompetensi 
Individu ( Individual Competence ). Jurnal Ilmiah Dan Karya Mahasiswa, 
1(4), 201–214. https://doi.org/10.54066/jikma.v1i4.490 

Darmiah, Fatmasari, & Azhari, A. (2023). Pengaruh Kompetensi, Fasilitas Kerja 
Dan Motivasi Kerja Terhadap Produktivitas Kerja Pegawai Di Kecamatan 
Tellu Limpoe Kabupaten Sidendreng Rappang. Jurnal Aplikasi 
Manajemen & Kewirausahaan Massaro, 5(2), 69–83. 
https://doi.org/10.37476/massaro.v5i2.4059 



International Journal of Education and Life Sciences (IJELS) 
Vol. 4, No. 8 August 2026:  1435-1448 

 

1446 
 

Deny Sudrajat, Sana, & Syamsurizal. (2025). Pengaruh Komitmen Organisasi Dan 
Budaya Organisasi Terhadap Produktivitas Kerja Pegawai (Studi Pada 
Laz Harfa). Jurnal Lentera Bisnis, 14(1), 739–750. 
https://doi.org/10.34127/jrlab.v14i1.1400 

Dr. Daniel Adi Setya Rahardjo S.E.; M.Kom; M.M. (2020). Manajemen Sumber 
Daya Manusia (E. Zusrony (ed.)). Yayasan Prima Agus Teknik. 

Edison, Emron., D. (2017). Manajemen Sumber Daya Manusia. Bandung: 
Alfabeta. 

Febri Ahyari, I. S. (2025). Pengaruh Kompetensi Dan Budaya Organisasi 
Terhadap Kinerja Karyawan Pada PT Sukses Makmur Lancar Cabang 
Pagedangan. Jurnal Ilmiah Ekonomi Dan Bisnis, 2(5). 

Ghozali, I. (2020). 25 Grand Theory. Teori Besar Ilmu Manajemen, Akuntansi dan 
Bisnis. Semarang : Yoga Pratama. 

Ghozali, I. (2021). Aplikasi Analisis Multivariete Dengan Program (IBM. SPSS) 
(Edisi 8). Semarang: Badan Penerbit Universitas Diponegoro. 

I Made. (2020). Metode Penelitian Kuantitatif dan Kualitatif. QUADRANT. 
Ibrahim, H., Zahara, A. E., Ardyan, E., Tahir, R., Terimajaya, I. W., Putra, I. K. T. 

E., Januardani, F. D., Yasmita, I. G. A. L., Yeni, A., Pratiwi, I. G. A. M. A. 
M. A., Hidayati, L., Burin, S. N. B., Wulandari, D., Munizu, M., Subagja, 
A. D., Waty, E., & Saputra, D. (2023). PENGANTAR MANAJEMEN 
(Konsep dan Aplikasi) (Efitra (ed.); Issue September). PT Sonpedia 
Publishing Indonesia. 

Iswadi, U. (2022). Pengaruh Kompetensi Terhadap Produktivitas Karyawan 
Pada PT. Iss Cabang Cilegon. Jurnal Ekonomi Efektif, 2(2). 

Jaya, I. M. L. M. (2021). Metode Penelitian Kuantitatif dan Kualitatif, Teori, 
Penerapan, dan Riset Nyata. Quadrant. 

June, E., & Siagian, S. (2020). Efektivitas dalam Organisasi: Pendekatan Praktis. 
Jakarta: Gramedia Pustaka Utama. 

Krisnawati, A., Simarmata, P. I. N., Kato, I., Antikasari, W. T., Surya, M. C., 
Silitonga, P. H., Banjarnahor, R. A., Purba, S., Prasetio, A., Sugarto, M., & 
Anggusti, M. (2021). Dasar Dasar Ilmu Manajemen. 

Komang, N., Widiastini, M., Yudy Wijaya, P., Gede, I., & Mahayasa, A. (2023). 
Pengaruh Kompetensi Dan Budaya Organisasi Terhadap Kinerja 
Karyawan (Studi pada PT. Gapura Angkasa Cabang Denpasar). Journal of 
Applied Management Studies (JAMMS), 4(2), 147–158. 

Manajemen, F., & Pelayanan, O. (2022). Fungsi manajemen organisasi pelayanan 
kemanusiaan dalam yayasan rehabilitasi pecandu napza “sahabat 
foundation.” 72–81. 

Muktamar, A., Novianti, Mirna, & Sahibuddin, R. A. (2024). Peranan Sumber 
Daya Manusia Dalam Organisasi. Jurnal Ilmiah Penelitian Mandira 
Cendikia, 2(7), 52–69. 

Marhamah Izat Rodliyah, Musliyana Musliyana, & Sunarti Sunarti. (2024). 
Memahami Konsep Kompetensi Karyawan Sebagai Bagian dari 
Perencanaan Sdm. Cemerlang : Jurnal Manajemen Dan Ekonomi Bisnis, 
4(3), 127–135. https://doi.org/10.55606/cemerlang.v4i3.3015 



Lianabilla, Gandung 

  1447 
 

Muslimat, A. (2020). Pengaruh Kompetensi Terhadap Kinerja Karyawan Pada 
PT. Gramedia Di Jakarta. Jurnal Ekonomi Efektif, 2(2). 

Nurfitriani. (2023). Pengembangan SDM Dalam Meningkatkan Produktivitas 
Kerja Karyawan. In Journal GEEJ (Vol. 7, Issue 2). 

Rohmat Taufiq. (2021). Pengaruh Rekrutmen, Kompetensi dan Pelatihan Kerja 
terdahap Produktivitas Karyawan. Analisis Dan Perancangan Aplikasi 
Absensi Karyawan Dengan Teknologi QR Code Berbasis Android Pada 
UD Sejahtera, 3(1), 2–8. 

Romadhoni, S. C., & Badrianto, Y. (2022). Pengaruh Kepemimpinan dan Disiplin 
Kerja Terhadap Produktivitas Kerja. INNOVATIVE: Journal Of Social 
Science Research Volume, 7(3), 549–564. 

Rosadi, E. (2024). Pengaruh Kompetensi Dan Budaya Organisasi Terhadap 
Kinerja Karyawan Pada Apartemen Serpong M-Town Signature. Jurnal 
Manajemen. 

Spencer, L. M., & Spencer, S. M. (2013). Competence at Work : Models for 
Superior Performance. John Wiley & Sons Inc. 

Sugiyono. (2020). Metode Penelitian Pendidikan Pendekatan Kuantitatif, 
Kualitatif, dan R&D. Bandung: Alfabeta. 

Sugiyono. (2021). Metode Penelitian Kualitatif. Bandung: CV. Alfabeta. 
Sugiyono. (2022). Metode Penelitian: Kuantitatif, Kualitatif, dan R&D (Cetakan 

ke). Bandung: Alfabeta. 
Sugiyono. (2022). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Alfabeta. 
Sugiyono. (2023). Metode Penelitian Kuantitatif, Kualitatif, dan R&D (Edisi ke-

2). Bandung: Alfabeta. 
Sulaksono, H. (2019). Budaya Organisasi dan Kinerja. 
Sarumaha, W. (2022). The Influence of Organizational Culture and Competence 

on Employee Performance (in Indonesian). Jurnal Akuntansi, Manajemen 
Dan Ekonomi (JAMANE), 1(1), 28–36. 

Secaria, P. F. (2025). Pengaruh Budaya Organisasi Dan Kompetensi Terhadap 
Kinerja Karyawan Cv Japo Indonesia Ciputat Tangerang Selatan. Jurnal 
Ekonomi. 

Selviyanti, N. H., Fadila, N., Sulis, Y. D., Anshori, I., Buyung, H., & Safrizal, A. 
(2023). Systematic Literature Review: Peran Pelatihan Dan Pengembangan 
Sumber Daya Manusia (Sdm) Dalam Meningkatkan Kinerja Karyawan. 
Jurnal Masharif Al-Syariah: Jurnal Ekonomi Dan Perbankan Syariah, 8(3), 
977–988. 

Tarwijo. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan Pada 
PT. Langgeng Kencana Di Jakarta. Jurnal Ekonomi Efektif, 2(4). 

Tri Ratnaningsih, A. S. R. (2021). Pengaruh Kompetensi terhadap Kinerja 
Pegawai pada Biro Pembinaan Operasi Mabes Polri Jakarta. Jurnal 
Arastirma, 1(1). 
https://doi.org/https://doi.org/10.32493/arastirma.v1i1.10071 

Wiyanto, (2020) Pengaruh Budaya Organisasi terhadap Kinerja Karyawan pada 
PT. Putra Sinar Permaja (Kuartal Selatan) Jurnal Disrupsi Bisnis E-ISSN 
:2746-6841 Vol 4, No 1 (2020) 



International Journal of Education and Life Sciences (IJELS) 
Vol. 4, No. 8 August 2026:  1435-1448 

 

1448 
 

Thabroni, G. (2022). Produktivitas Kerja: Pengertian, Indikator, Faktor & Cara 
Meningkatkan. Serupa.Id. 

Wibowo. (2017). Manajemen Kinerja. Jakarta: PT Raja Grafindo Persada. 
Wibowo. (2020). Manajemen Kinerja (Edisi Ke-4). Jakarta: Rajawali Pers. 
Wiyanto, M. I. (2020). Pengaruh Budaya Organisasi terhadap Kinerja Karyawan 

pada PT. Putra Sinar Permaja (Kuartal Selatan). Jurnal Disrupsi Bisnis, 
4(1). 

 
 
 
 


