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Abstract 

This study aims to obtain tested explanative findings of the effect of (1) education 

level and work motivation on employee performance, (2) education level on work 

motivation, (3) education level on employee performance, and (4) work motiva-

tion on employee performance—the local government of Gowa district. The re-

search design used in this research is causal quantitative. The subjects in this 

study were all-district government employees. Gowa and the research object is 

the level of education, work motivation, and employee performance. The popula-

tion in this study amounted to 39 employees. These populations are used as a unit 

of observation, so this research is a population study. The data collected in this 

study are data on education level, work motivation, and employee performance, 

which are sourced from employees and heads of local government branches. 

Gowa. In this study, data collection techniques were (1) questionnaires and (2) 

document recording, then analyzed using path analysis. The results showed that 

there was a positive effect of (1) education level and work motivation on employ-

ee performance, (2) education level on work motivation, (3) education level on 

employee performance, and (4) work motivation on employee performance in the 

local government 
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1 Introduction  

Employee quality performance is determined by many factors, including how superiors' role in improving 

performance through increased education and providing motivation (Rina et al., 2017; Susanti et al., 2019; 

Haerani et al., 2020). Employees have a huge role to play in the progress of the development of the Indone-

sian nation, both physical and non-physical development. As a leader in an organization, both the government 

and the private sector have the duty to organize and mobilize many people who have different attitudes, be-

haviors, and backgrounds to achieve the stated organizational goals (Russell et al., 2018). It is implementing 

the leader's duties to improve the ability to make decisions practically, quickly, and precisely. With various 

kinds of problems that arise, it results in the fact that to get a good performance through the form of education 

and giving motivation has not been carried out correctly (Chadwick, 2005). This is because these develop-

ment efforts are often confused in their existence within the individual, organizational institutions. To achieve 
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the expected performance in an organization or agency, employees must get a good education program for 

their duties and responsibilities to be skilled in completing their work. Improvement of quality or perfor-

mance should enhance the skills and proficiency of employees at the General Section of the Regional Gov-

ernment Office in Gowa Regency. Motivation is needed because it is closely related to a person's success in 

achieving his goals (Mappamiring et al., 2020; Akob et al., 2020). It is also assumed that motivation is de-

fined as behavior aimed at the target. The importance of education and providing motivation is not solely for 

the employees concerned but also for the organization's benefit (Kahn, 1990). Because by increasing the abil-

ity or skills of employees, it can improve their performance in the organization. Maximum performance is 

achieved means that the goals of the organization can be achieved effectively and efficiently (Firman et al., 

2020). 

Education is an effort to develop human resources, especially the development of intellectual and person-

ality abilities. Therefore, to obtain maximum results in employee development, an educational program is 

needed under job analysis to know the objectives of the education they are carrying out. Education is intended 

to foster the ability or develop employees' thinking skills and increase the ability to express ideas of employ-

ees so that they can fulfill their duties properly (Huang et al., 2020; Dubihlela & Molise-Khosa, 2014). 

Meanwhile, education improvement is intended to develop technical skills so that employees can carry out 

their jobs and possible. Exercises are directly related to teaching job assignments. In line with that, a founda-

tion for the fostering and development of Civil Servants is also established, which is stated in Law No. 8 of 

1974, in article 31, which has been amended to become law no 43 of 1999 which states that:  

 

"To achieve maximum effectiveness and results, educational arrangements and arrange-

ments, and implementation of employee job training are held to improve service, quality, 

expertise, and skills." 

 

The definition here shows that education is a development process. Still, education tends to be more gen-

eral, while education improvement is specific, such as skills and expertise, so that education cannot be sepa-

rated in an institution (Cîmpan, 2013). Education is about increasing general knowledge and understanding of 

our environment as a whole (Demirkaya et al., 2011). Training is an effort to increase the knowledge and ex-

pertise of an employee to do a particular job. With this understanding, it can be concluded that education 

helps employees have effectiveness in their current and future work by developing in practice the habits of 

thinking and acting, skills, knowledge, attitudes, and proper understanding to carry out their duties and work. 

According to  Chadwick (2005) Educational goals (e.g., improve performance, update employee skills in line 

with technological advances, help solve operational problems, orient employees towards the organization, 

meet personal growth needs, increase employee work efficiency and effectiveness in achieving predetermined 

goals). Meanwhile, according to (Sahir et al., 2020), Educational goals (e.g., adding employee knowledge, 

improving employee service, quality, expertise, and skills, changing and shaping employee attitudes, and de-

veloping employee skills can be completed quickly, creating employee morale, willingness and pleasure to 

work, simplifying employee supervision, enhancing employee stability).  

To support employee performance, apart from education, the motivation factor also has an equally im-

portant influence. Experts interpret the term "motivation" differently according to each of these experts' plac-

es and circumstances. Whenever people are always in need, the need becomes an impetus when the need aris-

es until it reaches a sufficient intensity level (Sahinidis & Bouris, 2008). Fulfillment of needs is always in-

spired by a motive to fulfill it, or in other words, motivation is used to show a situation in a person that comes 

from the result of a need (Manichander, 2014). A person's motivation is fundamental, considering that expla-

nation is the reason/motive in an individual that influences particular behavior and efforts to develop that 

strength to be beneficial for the person concerned (Suttikun et al., 2018). Some experts define motivation as a 

force that results from an individual's intention to satisfy needs such as hunger, thirst, and other social condi-

tions (Mayo, 2000). Abraham Maslow's theory states that the needs of each human being grow progressively; 

that is, when the lowest level of conditions is satisfied, the individual is looking for the next higher to the 

highest need. In this case, everyone is seen as never met with only one or several requirements. The hierarchy 

of individual needs starts from the lowest to the highest: physiological needs, security needs, social needs, 
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self-esteem needs, and self-actualization needs (Burhan et al., 2014). Motivation is the energy that drives the 

individual to achieve organizational goals. Motivation comes from two motivations, namely, internal motiva-

tion and external motivation. The levels of motivation are low, medium, and high. Differences in the level of 

individual basis within the organization significantly affect work results and even their performance within 

the organization (Fallatah & Syed, 2018). Motivation is the process of trying to influence someone to do 

something we want. In other words, it is an external urge for someone to want to do something (Salman & 

Hassan, 2015). With the driving force as a natural urge to satisfy the needs of life-survive. The most im-

portant key for that is none other than a deep understanding of humans (Indahingwati et al., 2019). Motivation 

is an incentive to desire and drive one's willingness to work (Chen et al., 2012). Mashur et al., (2020) and 

(Kusuma et al., 2020) states that driving can be defined as the entire process of giving subordinates a motive 

to work so that they are willing to work sincerely for the achievement of organizational goals efficiently and 

economically. 

One form of motivation for employees is the provision of compensation (Islam et al., 2016). Compensa-

tion is an additional wage given according to demonstrated work performance or intended to motivate em-

ployees who have performed services following the main task activities as remuneration (Demirkaya et al., 

2011).  Compensation in the form of incentives, operational allowances, structural allowances, and functional 

allowances (Marinak & Gambrell, 2008). This was strengthened by Sahir et al (2020) That compensation is 

expected when every government and private agency always thinks about each employee's incentives and 

allowances. Performance is the result or overall success rate of a person during a specific period in carrying 

out a task compared to various possibilities, such as work standards, targets, or targets or criteria that have 

been determined in advance and have been mutually agreed (Pagán-Castaño et al., 2020). Performance is also 

a function of motivation and ability to complete a task or work; a person must have a certain degree of will-

ingness and knowledge level. A person's willingness and skills are not sufficient to do something without a 

clear understanding of what to do and how to do it (Lee & Ahn, 2020).  

Performance refers to the achievement of employee goals for the assigned task. The performance also re-

fers to the level of success in carrying out tasks and achieving predetermined goals. Performance is declared 

good and successful if the desired goals can be achieved properly (Suttikun et al., 2018). Thus, performance 

is the willingness of a person or group of people to carry out an activity and perfect it according to their re-

sponsibilities with the results they expect. In the performance appraisal, the employee's contribution to the 

organization is assessed during a specific period. Performance Feedback allows employees to know how well 

they are doing when compared to organizational standards. If performance appraisals are carried out correctly, 

employees, the human resources department, and ultimately the organization will benefit from ensuring that 

individual efforts contribute to the organization's strategic focus. (Spence & Keeping, 2011). In principle, per-

formance appraisal includes both qualitative and quantitative aspects of implementation and work. Perfor-

mance appraisal is one of the fundamental functions of the personnel. It is also sometimes referred to as per-

formance reviews, employee appraisals, performance evaluations, employee evaluations, or personnel ratings. 

Overall performance appraisal is a different process from job evaluation. Performance appraisal relates to 

how well a person does the assigned/given job. Job evaluations determine how much job costs to the organi-

zation. Thus, in what range the salary should be given to the job. Objectively, this study aims to analyze the 

effect of education and motivation on the performance of government employees in Gowa Regency, South 

Sulawesi Province, Indonesia. So that the purpose of this study is to be able to be a critical review and can 

have an impact on implementation both theoretically and practically and managerial 

2 Research Method  

The author researched the General Section of the regional government (Pemda) of the Gowa Regency. The 

research period lasted for three months, from November 2019 to February 2020. Data collection used a ques-

tionnaire; this study's population were all employees of the general government office in Gowa Regency, 

amounting to 39 people. After all, data has been collected, and it is analyzed using descriptive analysis and 

inferential analysis. Descriptive research is used to obtain an overview of the dependent variable on employee 

performance in the general part of the regional government office in Gowa Regency. Whereas inferential 
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analysis is used to test the hypothesis of education and motivation on employee performance in the general 

part of the regional government office in Gowa Regency, multiple regression analysis is used. The regression 

analysis model used is: 

 

Y = a + bx1 + bx1 + e 

Information: 

Y  = Employee Performance 

X1 = Education 

X2 = Motivation 

e   = error 

a       = constant 

3 Result and Discussion  

3.1. Respondent Characteristics 

  

Of all the respondents studied, the characteristics of the respondents can be categorized according to the 

following categories: 

 
Table 1. Characteristics of Respondents  

Age (years) Total % 

< 20 

20 – 30 

31 – 40 

41 – 50 

> 50 

4 

9 

16 

7 

4 

10 

22,5 

40 

17,5 

10 

Gender 

Men 31 77,5 

Women 9 22,5 

Education Level 

Elementary School 3 7,5 

Junior High School 8 20 

Senior High School 23 57,5 

Diploma / Bachelor 6 15 

Length of Work (Years) 

< 1  2 5 

1 - 2  19 47,5 

2 – 3  13 32,5 

> 3  6 15 

 

From table 1, it can be seen that the majority of respondents are aged between 31 years - 40 years, which 

is 16 respondents or 40%. Most respondents were male employees, namely 31 respondents or 77.5%. Then 

seen from the level of education, it can be seen that the largest number of respondents have high school level 

education, which is 23 respondents or 57.5%. Judging from the length of work, it can be seen that most of the 

respondents have worked for 1 - 2 years, namely 19 respondents or 47.5%. 

 

 

Disucssion 

 

To obtain data to be tested in this study, each respondent was given a questionnaire containing questions 

about the variables to be studied, namely education, motivation, and employee work performance. Question-

naires were distributed to 40 employees selected through a simple random sampling technique, namely ran-

dom selection of a population. This technique was chosen because all population members are considered and 
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treated equally, and the number of respondents of 40 represents the entire population studied. Data were col-

lected covering education and inspiration and achievement by distributing questionnaires to 40 employees to 

support the analysis of education and motivation on employee achievement. The data obtained can be seen in 

the table above and in the attachment. In data analysis, we need a line equation based on a mathematical for-

mula that shows the relationship between known and unknown variables. Variables known are called inde-

pendent variables or those that affect it, while unknown variables are called dependent variables or affected 

variables. The variable that affects is called the independent variable, and the variable involved is called the 

dependent variable. To determine the effects between these variables in this study used multiple linear regres-

sion. Regression shows the relationship between one variable and another where one variable affects the other 

variable. The multiple regression formula is: 

 

Y = a + b1X1 + b2X2 

Information: 

Y  = Employee Performance 
X1 = Education 
X2 = Motivation 
b1 = Education regression coefficient 
b2    = Motivation regression coefficient 
 

 

Based on the results of data processing carried out with the SPSS version 24 computer program, the fol-

lowing multiple regression results were obtained: 

  
Table 2. Regression Analysis 

Variable Coefficient t-Statistic Sig level 

Constant 

X1 (Education) 

X2 (Motivation) 

14,232 

 0,364 

0,171 

 

9,553 

4,069 

 

0,000 

0,000 

F –Statistics      =  95,192 

R2                  =   0,915 

R                   =  0,837 

 
Based on the results above, the regression equation is obtained as follows: 

  

Y              = a + b1 X1 + b2 X2 

Y           = 14,232+ 0,364 X1 + 0,171 X1 

t-count     = 9,553,4,069     

  

From the above equation, it can be interpreted as follows: 

  

a. Constant Value 

a = 14,232. A constant of 14,232 means that achievement will be 14,232 if education and moti-

vation are equal to zero. 

b. Employee education (b1) 

b1 = 0.364. The regression coefficient X1 (b1) of 0.364 is an estimator of the Education varia-

ble's parameters. This value indicates that if education increases by 1, then the achievement will 

increase by 0.364 provided that there are no other factors that affect it. 

c. Employee Motivation (b2) 

b2 = 0.171. The regression coefficient X2 (b2) of 0.171 is an estimator of the motivation varia-

ble parameter. This value indicates that if the motivation increases by 1, then the achievement 
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will increase by 0.171, provided that there are no other factors that influence it. The regression 

results above need to be tested to determine whether the study's model is good or not. Then to 

determine the significance of the independent variables on the dependent variable (achievement), 

a t-test was performed. 

  

1. Individual Variable Testing (t-test) 

The t-test is a test of independent variables individually conducted to see the significance of in-

dividual independent variables on the dependent variable. This test is done by one-sided testing 

and using the following hypothesis: 

  

- Ho: b = 0 means that there is no significant relationship between the independent variables 

(education and motivation) on employee achievement 

- Ha: b> 0 means that there is a significant positive relationship between independent variables 

(Education and Motivation) on employee achievement with the following criteria: 

- Ho is accepted if t count <t table 

- Ha is accepted if t count> t table 

  

In this analysis, the t-test was carried out at degrees of freedom (nk-1) = (40-3-1) = 36, where n 

is the number of respondents, and k is the number of variables. The confidence level used is 95% 

or µ = 5%. Then the t-table obtained is 1.684. The t-table value above will be used to test the 

significance of each independent variable's effect on the dependent variable. 

2. Education (X1) 

It is known that the t count of the Education variable is 9,553. Thus t count> t table (9,553> 

1,684). This means that Employee Education has a real and positive effect on achievement. Or 

for more details, please see the following image: 

 

 
 

 
         Area of Rejection Ho 

 

(1) Area of Accepted Ho 

 

Figure 2. Areas of Acceptance and Rejection of the Educational Variable Ho 

 

3. Motivation (X2) 

It is known that the t count of the Motivation variable is 4.069. Thus t-count> t-table (4.069> 

1.684). This means that motivation has a real and positive effect on achievement. 

4. Testing Variables Together (Test F) 

The F test is a joint test of the independent variables carried out to see the significance of the in-

fluence of the independent variables on the dependent variable. This test is done by one-sided 

testing and using the following hypothesis: 

  

- Ho: b1 = b2 = 0 means no significant influence between the independent variables (education 

and communication) on the dependent variable (performance). 

- Ha: b1 ≠ b2 ≠ 0 means a significant influence between the independent variables (educa-

tion and motivation) on the dependent variable performance. With the following test criteria: 

- Ho is accepted if F count <F table 

- Ha is accepted if F count> F table 
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By using a confidence level of 95% or 0.05 and degrees of freedom (df) = (NK); (k-1) = (37); (2) where n 

is the number of respondents and k is the number of variables, it is known that F table = 3.14. From the re-

sults of the calculation of the statistical test carried out, the F-count value is 95.192. This figure means that 

the F-count value is greater than the F-table (95.192> 3.14), so that means rejecting ho and accepting ha. Thus 

the education and motivation variables simultaneously or jointly affect employee performance. 

 

(2)  

     
 

 

Figure 3. The area of acceptance and rejection of Ho for the F test 

 

5. The coefficient of determination (R2) 

The coefficient of determination is used to find how much variation in the independent variable 

can explain the independent variable's overall variation. The coefficient of determination 

measures how much influence the independent variable has on the fluctuation of the variation in 

the value of the dependent variable. This R2 value will have a range between 0 to 1 if the R2 

value is closer to 1, the stronger or more significant the independent variables' influence on the 

dependent variable. And from the results of this study, it is known that r is equal to 0.837. From 

this value, it can be seen that achievement is influenced by education and motivation of 0.837 or 

83.7%, while the remaining 16.3% is influenced by other factors not examined. The value of R2, 

which is very close to 1, means that the influence of the independent variables, namely education, 

and motivation, is substantial on the motivation variable, and the relationship between these var-

iables is vivacious, influential, and significant. 

 
4. Conclusions 

After conducting research and seeing the results of the study, the following conclusions can be drawn: 

From the results of the regression coefficient analysis of the constant variables, it is known that the work per-

formance value will be 14.232 if the level of education and motivation is equal to zero the results of the anal-

ysis of the regression coefficient variable X1 (Education), it is known that if education increases by 1, the 

employee achievement level will increase by 0.364. the results of the analysis of the variable regression coef-

ficient X2 (Motivation) show that if education increases by 1, the employee achievement level will increase 

by 0.171. Based on the education variable's t-value, it is known that the t-count for the Education variable is 

greater than the t-count. Thus it means that statistically, the education variable affects the employee achieve-

ment variable positively and significantly. Based on the t-value for the Motivation variable, it is known that 

the t-count for the Motivation variable is greater than the t-count. Thus, it means that statistically, the motiva-

tion variable affects the employee achievement variable positively and significantly. Testing the independent 

variables together through the F test shows that the calculated F value obtained is greater than the F table val-

ue. Thus, it means that statistically, the education variable and the motivation variable jointly affect the em-

ployee achievement variable positively and significantly. In the coefficient of determination analysis, the co-

efficient of determination was 0.837. This means that the Education and Motivation variable influences the 

employee achievement variable by 0.837% or 83.7%. In contrast, the remaining 16.7% is influenced by other 

variables that are not examined. The coefficient of determination of 0.837 shows that the relationship between 

the variables of Education and Motivation on employee achievement is substantial and significant. 

 

 

 

 



Lina Marina. Point of View Research Management 1(4) 2020. November. pp 112-120 

 

  

119 

5 References  
 

Akob, M., Arianty, R., & Putra, A. H. P. K. (2020). The mediating role of distribution Kahns engagement: An empirical 

evidence of salesforce in Indonesia. In Journal of Asian Finance, Economics and Business (Vol. 7, Issue 2, pp. 

249–260). https://doi.org/10.13106/jafeb.2020.vol7.no2.249 

Burhan, N. A. S., Mohamad, M. R., Kurniawan, Y., & Sidek, A. H. (2014). National intelligence, basic human needs, 

and their effect on economic growth. Intelligence, 44, 103–111. 

https://doi.org/https://doi.org/10.1016/j.intell.2014.03.007 

Chadwick, C. (2005). The vital role of strategy in strategic human resource management education. Human Resource 

Management Review, 15(3), 200–213. https://doi.org/10.1016/j.hrmr.2005.11.003 

Chen, Y.-Y., Park, J., & Park, A. (2012). Existence, relatedness, or growth? Examining turnover intention of public child 

welfare caseworkers from a human needs approach. Children and Youth Services Review, 34(10), 2088–2093. 

https://doi.org/https://doi.org/10.1016/j.childyouth.2012.07.002 

Cîmpan, B.-I. (2013). European Career Development – A Challenge for European Human Resource Management. 

Procedia Economics and Finance, 6(13), 224–231. https://doi.org/10.1016/s2212-5671(13)00135-4 

Demirkaya, H., Özcüre, G., & Eryigit, N. (2011). An application on the impacts of human resource management in 

technology management of the companies. Procedia - Social and Behavioral Sciences, 24, 474–486. 

https://doi.org/10.1016/j.sbspro.2011.09.045 

Dubihlela, J., & Molise-Khosa, P. (2014). Impact of e-CRM implementation on customer loyalty customer retention and 

customer profitability for hoteliers along the Vaal Meander of South Africa. Mediterranean Journal of Social 

Sciences. 

Fallatah, R. H. M., & Syed, J. (2018). A Critical Review of Maslow’s Hierarchy of Needs. In Employee Motivation in 

Saudi Arabia (pp. 19–59). Springer. 

Firman, A., Putra, A. H. P. K., Mustapa, Z., Ilyas, G. B., & Karim, K. (2020). Re-conceptualization of Business Model 

for Marketing Nowadays: Theory and Implications. The Journal of Asian Finance, Economics and Business 

(JAFEB), 7(7), 279–291. 

Haerani, S., Sumardi, Hakim, W., Hartini, & Putra, A. H. P. K. (2020). Structural Model of Developing Human 

Resources Performance: Empirical Study of Indonesia States Owned Enterprises. The Journal of Asian Finance, 

Economics and Business, 7(3), 211–221. 

Huang, C.-C., Jin, H., Zhang, J., Zheng, Q., Chen, Y., Cheung, S., & Liu, C. (2020). The Effects of an Innovative E-

Commerce Poverty Alleviation Platform on Chinese Rural Laborer Skills Development and Family Well-Being. 

Children and Youth Services Review, 105189. https://doi.org/https://doi.org/10.1016/j.childyouth.2020.105189 

Indahingwati, A., Launtu, A., Tamsah, H., Firman, A., Putra, A. H. P. K., & Aswari, A. (2019). How Digital Technology 

Driven Millennial Consumer Behaviour in Indonesia. Journal of Distribution Science, 17(8), 25–34. 

Islam, Z. ul, Bangish, S. B., Muhammad, H., & Jehan, A. S. (2016). The Impact of HR Practices on Job satisfaction: A 

Case Study of Hotel Industry in Pakistan. The Journal of Asian Finance, Economics and Business, 3(1), 43–48. 

https://doi.org/10.13106/jafeb.2016.vol3.no1.43. 

Kahn, W. A. (1990). Psychological Conditions of Personal Engagement and Disengagement at Work. The Academy of 

Management Journal, 33(4), 692–724. https://doi.org/10.2307/256287 

Kusuma, A. H. P., Sudirman, A., Purnomo, A., Aisyah, S., Sahir, S. H., Rumondang, A., Salmiah, S., Halim, F., 

Wirapraja, A., & Napitupulu, D. (2020). Brand Management: Esensi, Posisi dan Strategi. Yayasan Kita Menulis. 

Lee, D. S., & Ahn, C. K. (2020). Industrial human resource management optimization based on skills and characteristics. 

Computers and Industrial Engineering, 144(December 2019). https://doi.org/10.1016/j.cie.2020.106463 

Manichander, T. (2014). Locus of Control and Performance: Widening Applicabilities Education. Paripex - Indian 

Journal of Research, 3(2). https://files.eric.ed.gov/fulltext/ED557159.pdf 

Mappamiring, M., Akob, M., & Putra, A. H. P. K. (2020). What Millennial Workers Want? Turnover or Intention to 

Stay in Company. The Journal of Asian Finance, Economics and Business, 7(5), 237–248. 

Marinak, B. A., & Gambrell, L. B. (2008). Intrinsic motivation and rewards: What sustains young children’s engagement 

with text? Literacy Research and Instruction, 47(1), 9–26. https://doi.org/10.1080/19388070701749546 

Mashur, R., Muhammad, H., Ansir, L., AHP, K. P. A. H. P., & Shandra, B. (2020). Antecedents and consequence of 

brand management: empirical study of Apple’s brand product. In Journal of Asia Business Studies: Vol. ahead-of-

p (Issue ahead-of-print). https://doi.org/10.1108/JABS-01-2019-0030 

Mayo, A. (2000). The role of employee development in the growth of intellectual capital. Personnel Review, 29(4), 521–

533. https://doi.org/10.1108/00483480010296311 



Lina Mariana. Point of View Research Management 1(4) 2020. November. pp 112-120 

 

 

120 

Pagán-Castaño, E., Maseda-Moreno, A., & Santos-Rojo, C. (2020). Wellbeing in work environments. Journal of 

Business Research, 115(December), 469–474. https://doi.org/10.1016/j.jbusres.2019.12.007 

Rina, A. H. P. K., Kusuma, A. H. P., Perdana, A. H., & Rina, A. H. P. K. (2017). Pengaruh kompetensi, budaya 

organisasi dan motivasi terhadap kinerja dosen perguruan tinggi swasta di kota makassar. Economics Bosowa, 

3(008), 88–100. https://doi.org/10.31219/osf.io/67n8g 

Russell, Z. A., Steffensen, D. S., Ellen, B. P., Zhang, L., Bishoff, J. D., & Ferris, G. R. (2018). High performance work 

practice implementation and employee impressions of line manager leadership. Human Resource Management 

Review, 28(3), 258–270. https://doi.org/https://doi.org/10.1016/j.hrmr.2018.02.003 

Sahinidis, A. G., & Bouris, J. (2008). Employee perceived training effectiveness relationship to employee attitudes. 

Journal of European Industrial Training. https://doi.org/10.1108/03090590810846575 

Sahir, S. H., Hasibuan, A., Aisyah, S., Sudirman, A., Kusuma, A. H. P., Salmiah, S., Afriany, J., & Simarmata, J. (2020). 

Gagasan Manajemen. Yayasan Kita Menulis. 

Salman, W. A., & Hassan, Z. (2015). The impact of teamwork on employee performance. Internatinal Journal of 

Accounting, Business and Management, 4 (1)(April), 77–86. https://doi.org/10.13140/RG.2.1.4959.8804 

Spence, J. R., & Keeping, L. (2011). Human Resource Management Review. Human Resource Management Review, 

21(December 2019), 85–95. 

Susanti, S., Van Harling, V. N., Kurniawan, M. A., Rusdin, Asdi, & Putra, A. H. P. K. (2019). Model of Higher 

Education Quality Improvement in Indonesia: Relationship between HRM and Information Technology Literacy 

(Vol. 1424, Issue 1). https://doi.org/10.1088/1742-6596/1424/1/012035 

Suttikun, C., Chang, H. J., & Bicksler, H. (2018). A qualitative exploration of day spa therapists’ work motivations and 

job satisfaction. Journal of Hospitality and Tourism Management, 34, 1–10. 

https://doi.org/https://doi.org/10.1016/j.jhtm.2017.10.013 

 


