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Abstract: This study aims to determine and analyze the influence of human resources on 

employee performance, the influence of the work environment on employee performance, and 

the influence of human resources and the work environment simultaneously on employee 

performance at the Samapta Directorate of the Jakarta Metropolitan Police. This research is 

important to conduct considering that the Samapta Directorate has a strategic role in carrying 

out police operational tasks that require personnel readiness, professionalism, and support for a 

conducive work environment. The quality of human resources that include competence, 

motivation, and work experience, as well as a safe, comfortable, and collaborative work 

environment, is believed to contribute directly to employee performance achievements. The 

type of research used is quantitative research with an associative approach, namely to examine 

the relationship and influence between variables objectively through numerical data processing. 

However, this study is also supplemented with qualitative data as supporting data, such as the 

results of observations, limited interviews, and respondents' statements in questionnaires, in 

order to obtain a more comprehensive understanding of actual conditions in the field. The 

population of this study amounted to 89 personnel of the Samapta Directorate of the Jakarta 

Metropolitan Police, and the entire population was used as respondents so that the sampling 

technique used was a census. Hypothesis testing was conducted using SPSS version 27 

software. The results of the study indicate that partially human resources (X₁) and work 

environment (X₂) have a positive and significant effect on employee performance (Y). 

Simultaneously, both independent variables are also proven to have a significant effect on 

employee performance. The coefficient of determination (R-Square) value of 0.309 or 30.9% 

indicates that employee performance can be explained by human resources and work 

environment, while the remaining 69.1% is influenced by other factors outside this study, thus 

opening opportunities for further research to examine additional variables. 
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INTRODUCTION 

Human resources (HR) are a strategic asset within an organization because the quality, 

competence, and work attitude of employees significantly determine the success of achieving 

organizational goals. In police institutions, the role of HR becomes increasingly crucial because 

employees not only perform administrative functions but also complex and high-risk 

operational tasks. Dessler (2020) emphasized that effective HR management, including 

recruitment, training, development, performance appraisal, and compensation, directly impacts 

employee motivation, productivity, and performance. Therefore, the success of the Directorate 

of Public Order and Public Order of the Jakarta Metropolitan Police (Polda Metro Jaya) is 

highly dependent on the quality of HR management that is able to meet the demands of dynamic 

tasks. 

In addition to human resources, the work environment is a crucial factor influencing 

employee performance. This includes physical conditions, facilities, employee relationships, 

organizational culture, and leadership style. Sedarmayanti (2018) states that a conducive work 

environment can increase job satisfaction, reduce stress levels, and boost employee motivation 

and productivity. In the context of the police, a professional and safe work environment is 

essential to support the effective implementation of operational tasks and minimize the risk of 

errors and workplace accidents. 

Employee performance is the result of the interaction between human resource quality 

and work environment conditions. Wibowo (2019) explains that performance is determined not 

only by individual abilities but also by organizational support through HR management systems 

and a supportive work environment. At the Metro Jaya Police's Directorate of Public Order, 

employee performance is reflected in response speed, accuracy of actions according to SOPs, 

ability to work in teams, and the effectiveness of security and public service tasks. 

Various previous studies have shown that human resource quality significantly 

influences employee performance. Purwanto and Sari (2021) stated that competence, training, 

work experience, and motivation directly contribute to productivity and work discipline. 

Employees with high competence tend to be more adaptive, able to make quick decisions, and 

demonstrate initiative in completing tasks. Therefore, human resource development through 

continuous training and coaching is a crucial strategy for improving police employee 

performance. 

The work environment has also been shown to significantly influence employee 

performance. Fitria and Rahman (2022) emphasized that adequate work facilities, harmonious 

work relationships, and supportive leadership can increase employee motivation, satisfaction, 

and work effectiveness. In the Samapta Directorate, the work environment is characterized by 

high work pressure, irregular working hours, and safety risks, thus requiring the support of 

facilities and a conducive organizational climate for optimal employee performance. 

Based on these conditions, research into the influence of human resources and the work 

environment on employee performance at the Directorate of Public Order Management 

(Samapta) at the Jakarta Metropolitan Police (Polda Metro Jaya) is crucial. This study aims to 

identify the role and contribution of each variable, both partially and simultaneously, in 

improving employee performance. The results are expected to provide theoretical contributions 

to the development of human resource management in the police sector and serve as a basis for 

strategic policymaking for leaders to improve operational effectiveness and employee 

professionalism. 
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Human Resources (HR) 

Human resources are a strategic organizational asset that determines the success of 

achieving goals through the contribution of employee knowledge, skills, and work attitudes. 

Dessler (2020) defines HR as individuals working within an organization and managed through 

the functions of planning, recruitment, training, performance appraisal, and compensation. 

Armstrong (2020) states that HR is the intellectual capital of an organization that must be 

systematically developed to create sustainable excellence. Meanwhile, Hasibuan (2019) 

emphasizes that HR is the primary factor that drives all other organizational resources. In the 

context of the police, the quality of HR determines the effectiveness of operational tasks and 

public services. 

Effective HR management focuses on developing employee competency, motivation, 

and discipline. Mangkunegara (2020) stated that HR development aims to improve employees' 

technical, conceptual, and moral abilities so they can work optimally. Noe (2019) emphasized 

that HR training and development are strategic investments to improve performance and adapt 

to changes in the work environment. Mathis and Jackson (2018) added that an integrated HR 

system will increase productivity, loyalty, and individual performance. In the Samapta 

Directorate, sound HR management is necessary to address the complexity of security and law 

enforcement tasks. 

Quality human resources have a direct impact on employee performance. Wibowo 

(2019) stated that employee performance is significantly influenced by individual competence, 

motivation, and work commitment. Robbins and Judge (2020) explained that employee 

behavior and performance are influenced by individual abilities and a supportive organizational 

system. Purwanto and Sari (2021) also emphasized that quality human resources significantly 

contribute to productivity and work discipline in the public sector. Therefore, competent and 

professionally managed human resources are key factors in improving employee performance 

at the Directorate of Public Order and Public Order of the Jakarta Metropolitan Police. 

 

Work environment 

The work environment is the overall conditions surrounding employees that influence 

the performance of their work, both physically and non-physically. Sedarmayanti (2018) 

defines the work environment as all the tools, materials, and situations surrounding employees 

that can affect their comfort and work effectiveness. Nitisemito (2015) states that the work 

environment includes physical conditions such as lighting, cleanliness, and security, as well as 

non-physical conditions such as work relationships and organizational climate. In police 

institutions, a safe and conducive work environment is essential to support high-risk operational 

tasks. 

A positive work environment can improve employee motivation, satisfaction, and 

performance. Robbins and Judge (2020) emphasized that a supportive work environment will 

increase employee engagement and commitment to the organization. Wibowo (2019) stated 

that adequate work facilities and harmonious work relationships can increase productivity and 

effectiveness. Mangkunegara (2020) added that a conducive work environment can reduce 

stress and conflict levels, enabling employees to work more focused and optimally. 

In the context of public sector organizations, the work environment also reflects the 

quality of management and leadership. Sedarmayanti (2018) emphasized that supportive 

leadership and effective communication are essential components of a non-physical work 

environment. Fitria and Rahman (2022) stated that a positive work environment significantly 

increases employee motivation and performance. At the Directorate of Public Order and Public 

Order of the Jakarta Metropolitan Police (Polda Metro Jaya), a professional, safe work 

environment supported by effective leadership is a crucial prerequisite for improving employee 

performance in carrying out security and public service duties. 
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Employee Performance 

Employee performance is the work results achieved by individuals in carrying out their 

duties and responsibilities according to established standards. Mangkunegara (2020) defines 

performance as the quality and quantity of work results achieved by employees in carrying out 

their duties. Wibowo (2019) states that performance reflects the level of achievement of 

organizational goals through individual contributions. Armstrong (2020) emphasizes that 

performance is a key indicator of the effectiveness of HR management and the organization as 

a whole. 

Employee performance is influenced by various factors, both internal and external. 

Robbins and Judge (2020) state that ability, motivation, and the work environment are the main 

determinants of individual performance. Mathis and Jackson (2018) add that a clear and fair 

performance appraisal system can encourage employees to improve productivity and work 

discipline. In police organizations, employee performance is measured not only by work output 

but also by adherence to SOPs, discipline, and teamwork. 

In the context of policing, employee performance has direct implications for public 

safety and order. Wibowo (2019) states that good performance is characterized by effectiveness, 

efficiency, responsibility, and initiative in carrying out duties. Sedarmayanti (2018) emphasizes 

that the performance of public sector employees must be oriented towards service and the 

interests of the community. Therefore, improving the performance of employees at the 

Directorate of Public Order and Public Order at the Jakarta Metropolitan Police is greatly 

influenced by the quality of human resources and a supportive work environment, enabling the 

organization to carry out its functions optimally and professionally. 

 

METHOD 

Types of research 

This research uses a quantitative approach with a survey method, which aims to examine 

the relationships and influences between variables objectively and measurably. The quantitative 

approach was chosen because it allows researchers to systematically analyze organizational 

phenomena through numerical measurements and statistical hypothesis testing (Sugiyono, 

2022). The survey method was used to obtain data directly from respondents through a 

structured questionnaire instrument, thus depicting real-world conditions related to human 

resource quality, the work environment, and employee performance. This research is 

explanatory in nature, as it aims to explain the influence of independent variables on the 

dependent variable (Sekaran & Bougie, 2020). With this approach, researchers can draw 

generalized conclusions about the study population based on the empirical data obtained. 

 

Research Population and Sample 

The population in this study was all 2,170 employees of the Metro Jaya Regional 

Police's Samapta Directorate. Due to time and resource constraints, this study employed a 

probability sampling technique, ensuring that each member of the population had an equal 

opportunity to become a respondent (Sugiyono, 2022). The sample size was determined using 

the Slovin formula with a certain error rate, resulting in a sample size of 89 respondents. This 

sample size was deemed representative of the population's characteristics and allowed for valid 

statistical analysis (Sekaran & Bougie, 2020). 

 

Method of collecting data 

The data collection method in this study used a closed-ended questionnaire, structured 

based on indicators for each research variable. Questionnaires are an efficient data collection 

technique for obtaining large amounts of primary data in a relatively short time (Sugiyono, 

2022). Each statement in the questionnaire was measured using a five-level Likert scale, 

ranging from strongly disagree to strongly agree, to quantitatively measure respondents' 
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perceptions. According to Sekaran and Bougie (2020), the use of a Likert scale is effective for 

measuring respondents' attitudes, perceptions, and opinions regarding organizational 

phenomena. The questionnaires were distributed directly to predetermined respondents to 

ensure data return and accuracy. 

 

Research Instruments 

The research instrument used was a questionnaire containing statements related to 

Human Resources, Work Environment, and Employee Performance. Human resources 

variables were measured using indicators of employee competency, knowledge, skills, work 

attitudes, and professionalism. Work environment variables were measured using indicators of 

physical work conditions, employee relationships, leadership support, job security, and 

environmental comfort. Meanwhile, employee performance variables were measured using 

indicators of work quality, work quantity, punctuality, responsibility, and cooperation 

(Mangkunegara, 2019; Robbins & Judge, 2021). All instruments were tested through validity 

and reliability tests to ensure that the measurement tools used were able to produce accurate 

and consistent data. 

 

Data Analysis Methods 

Data analysis in this study was conducted using the Statistical Package for the Social 

Sciences (SPSS) version 27. The analysis stages included validity testing, reliability testing, 

classical assumption testing (normality, multicollinearity, and heteroscedasticity testing), and 

multiple linear regression analysis to examine the effect of independent variables on the 

dependent variable. According to Ghozali (2021), the use of multiple linear regression analysis 

aims to determine the magnitude of the influence of each independent variable, either partially 

or simultaneously, on the dependent variable. Hypothesis testing was carried out using the t-

test, F-test, and coefficient of determination (R²) with a significance level of 5 percent, so that 

the research results can be scientifically and statistically justified. 

 

Validity Testing 

 

 

 

The basis for decision making in validity testing is as follows : 1)If the r value is positive 

and the r result is > r table , then the item or variable is valid. 2)If the r value is negative and r 

result < r table or r result is negative > r table then the item or variable is invalid. 

A questionnaire is declared valid if the r value obtained from the calculation results (r 

xy ) is greater than the table r value (5%). 

 

Instrument Reliability Test 

According to Arikunto (2020:221), reliability refers to the degree to which an 

instrument is sufficiently reliable to be used using the Cronbach's Alpha formula. The formula 

used in this reliability test is as follows: 
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The basis for decision making in the reliability test in this study is as follows: 1)If the r 

alpha value is positive and r alpha > r table , then the item or variable is reliable. 2)If the r alpha 

value is negative and r alpha < r table or r alpha is negative > r table , then the item or variable 

is not reliable. 

 

Multiple Regression Analysis 

Sugiyono (2019:277) proposed multiple linear regression analysis used to make 

predictions, how the value of a variable changes dependent if the value of the independent 

variable is increased or decreased.  This analysis is used by involving two or more independent 

variables. between the dependent variable (Y) and the independent variables (X 1 , and X 2 ), 

This method is used to determine the strength of the influence between several factors. 

independent variables simultaneously with the dependent variable 

 

 

 

technique used in this study was multiple linear regression. The analysis was conducted 

computerized using the computer program Statistical Product and Service Solutions (SPSS) 

Version 29 for Windows . 

 

Hypothesis 

 

Hypothesis 1 (H1) 

H01: Human resources do not have a positive and significant influence on the 

performance of employees of the Samapta Directorate of Polda Metro Jaya. 

Ha1: Human resources have a positive and significant influence on the performance of 

employees of the Samapta Directorate of Polda Metro Jaya. 

 

Hypothesis 2 (H2) 

H01: The work environment does not have a positive and significant effect on the 

performance of employees of the Samapta Directorate of Polda Metro Jaya. 

Ha2: The work environment has a positive and significant influence on the performance 

of employees of the Samapta Directorate of Polda Metro Jaya. 

 

Hypothesis 3 (H3) 

H03: Human Resources (X₁) and Work Environment (X₂) simultaneously do not 

influence Employee Performance (Y). 

Ha3: Human Resources (X₁) and Work Environment (X₂) simultaneously influence 

Employee Performance (Y). 

 

F test 

The F test is used to determine whether there is a simultaneous influence between the 

independent variables on the dependent variable. The F test formula according to Sugiyono 

(2019:190) is as follows: 

 

 

 

Information: 
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F = F value (F count ) 

R 2 = Multiple correlation coefficient 

K = Number of independent variables 

n = Sample size 

The basis for making the decision is as follows: 

1)If F count < F table , then H 0 is accepted. 

2)If F count > F table , then H0 is rejected . 

 

Coefficient of Determination 

The definition of the coefficient of determination according to Andi Supangat 

(2018:350) is: " The coefficient of determination is a quantity to show the level of strength of 

the relationship between two or more variables in the form of a percentage (showing how much 

percentage of the diversity of y can be explained by the diversity of x), or in other words how 

much x can contribute to y." 

Mudrajad Kuncoro (2021:100) states that the coefficient essentially measures the 

model's ability to explain variation in the dependent variable. The coefficient of determination 

is between zero (0) and one (1). A small r2 value indicates that the independent variables' ability 

to explain variation is very limited. A value close to one indicates that the independent variables 

provide almost all the information needed to predict variation in the dependent variable. 

The magnitude of the relationship between the variables “X 1 ” and “X 2 ” with the 

variable “Y” can be determined by using the coefficient of determination analysis, which is 

obtained by squaring the correlation coefficient. Based on the definition above, the coefficient 

of determination is part of the total diversity of the dependent variable that can be calculated by 

the diversity of the independent variable calculated with the coefficient of determination with 

the basic assumption that other factors outside the variable are considered fixed or constant. To 

determine the value of the coefficient of determination, it can be calculated using the formula: 

 

 

 

Information: 

Kd = Value of coefficient of determination 

r = Correlation coefficient value. 

 

RESULTS AND DISCUSSION 

T-Test (Partial) 

 

 

Source: SPSS Data Processing 27, 2025 
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Based on the results of the t-test to determine the influence of each independent variable 

on Employee Performance , the following results were obtained: 1.Human Resources (X₁) The 

test results show a calculated t value of 3.302 > from t table ( 1.988) with a significance level 

of 0.001. The significance value is smaller than 0.05, so H₀ is rejected and H₁ is accepted.  

Thus, it can be concluded that Human Resources have a positive and significant effect on 

Employee Performance . This shows that the level of quality Human Resources , the 

performance will increase significantly. 2.Work Environment (X₂) The test results show a 

calculated t value of 3.141 > from t table ( 1.988) with a significance level of 0.002. The 

significance value is smaller than 0.05, so H₀ is rejected and H₂ is accepted. Thus, it can be 

concluded that the Work Environment has a positive and significant effect on Employee 

Performance . This shows that the better the Work Environment perceived by employees , the 

performance will increase significantly.  

 

F Test (Simultaneous) 

 
F Test Results Table 

 

 
Based on the results of the F test, the calculated F value was 19.271 > f table 3.10 with a 

significance level of 0.000 (<0.05). This shows that Human Resources and the Work 

Environment simultaneously have a positive and significant influence on Employee 

Performance . Thus, the regression model used is appropriate for explaining the influence of 

the independent variables on the dependent variable. 

 

Coefficient of Determination Test (R2 ) 

 
Table of Results of the Determination Coefficient Test (R2) 

 

 

 

 

 

 

 

 

 

 

 

 
Source: SPSS Data Processing 29, 2025 
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Based on the analysis results, the R Square (R²) value was obtained at 0.309 . This shows 

that 30.9 % of the variation in Employee Performance can be explained by Human Resources 

and Work Environment variables , while the remaining 69.1 % is influenced by other variables 

outside this research model. 

The Adjusted R Square value of 0.293 shows that after adjusting for the number of 

independent variables, the contribution of the two variables to Employee Performance is 29.3 

%. 

 

The Influence of Human Resources on Employee Performance 

The results of the study indicate that Human Resources have a positive and significant 

effect on Employee Performance. This finding indicates that the better the quality of human 

resources possessed by employees, which is reflected in competence, motivation, work 

experience, and job satisfaction, the higher the resulting performance. This is proven by the 

results of the hypothesis test which shows a t-statistic value of 3.302 which is greater than the 

t-table value of 1.988, with an influence coefficient of 0.373 and a P-value of 0.001 (<0.05). 

Thus, the hypothesis stating that Human Resources have an effect on Employee Performance 

is declared accepted. 

The results of this study align with the theory proposed by Mangkunegara (2020), which 

states that employee performance is largely determined by the quality of human resources, 

particularly the competence and work motivation possessed by individuals in carrying out their 

duties. Furthermore, Dessler (2020) emphasized that effective human resource management 

through training and development will have a direct impact on improving organizational 

performance. These findings also align with previous research conducted by Purwanto and Sari 

(2021) and Rahman and Aulia (2019), which concluded that human resources have a positive 

and significant impact on employee performance in the public sector. Therefore, improving the 

quality of human resources is a strategic factor in enhancing employee performance at the 

Directorate of Public Order and Public Order of the Jakarta Metropolitan Police. 

 

The Influence of the Work Environment on Employee Performance 

The results of the study indicate that the Work Environment has a positive and significant 

effect on Employee Performance. This finding indicates that the more conducive the work 

environment perceived by employees, both from physical and non-physical aspects, the more 

optimal the performance shown. This is proven through the results of the hypothesis test which 

shows a t-statistic value of 3.141 which is greater than the t-table value of 1.988, with an 

influence coefficient of 0.329 and a P-value of 0.002 (<0.05). Thus, the hypothesis stating that 

the Work Environment influences Employee Performance is declared accepted. 

The results of this study align with Sedarmayanti's (2018) theory, which states that a safe, 

comfortable, and psychologically supportive work environment will increase employee 

enthusiasm, concentration, and productivity. Robbins and Judge (2019) also emphasized that a 

positive work environment can encourage effective work behavior and improve individual 

performance. These findings align with previous research conducted by Fitria and Rahman 

(2022) and Hartono and Widodo (2022), which concluded that the work environment has a 

positive and significant impact on employee performance in government agencies. Therefore, 

creating a conducive work environment is a crucial factor in improving employee performance 

at the Samapta Directorate. 

 

The Simultaneous Influence of Human Resources and Work Environment on Employee 

Performance 

Based on the results of simultaneous testing, it can be concluded that Human Resources 

and the Work Environment together have a significant influence on Employee Performance. 

This is evidenced by the calculated F value of 19.271, which is greater than the F table value of 
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3.10, and the coefficient of determination (R-Square) value of 0.309 or 30.9%. These findings 

indicate that employee performance is not determined by a single factor, but rather by a 

combination of the quality of human resources and a supportive work environment. 

The results of this study align with the systems theory in human resource management 

proposed by Armstrong and Taylor (2020), which states that employee performance is the result 

of the interaction between individual factors and work environment factors. Furthermore, 

Gibson et al. (2018) emphasized that individual performance is simultaneously influenced by 

personal, organizational, and environmental variables. These findings also align with previous 

research conducted by Lubis and Hidayat (2021) and Kurniawan and Hartono (2020), which 

concluded that human resources and the work environment jointly have a significant influence 

on employee performance in the police and public agencies. Therefore, improving employee 

performance at the Directorate of Public Order and Order Management of the Jakarta 

Metropolitan Police (Polda Metro Jaya) requires an integrated approach that combines 

strengthening human resource quality and creating a conducive work environment. 

 

CONCLUSION 

Based on the research results and discussion, it can be concluded that Human Resources 

have a positive and significant effect on the performance of employees of the Samapta 

Directorate of the Metro Jaya Regional Police. This finding indicates that the quality of human 

resources, reflected in competence, motivation, work experience, and job satisfaction, has a 

strategic role in improving employee performance. These results reinforce the view that 

employees with good quality human resources will be able to carry out their duties more 

effectively, efficiently, and responsibly. This conclusion is in line with Mangkunegara's theory 

(2020) which states that employee performance is largely determined by individual quality, 

especially competence and work motivation, and is supported by Dessler's opinion (2020) 

which emphasizes that proper management and development of human resources will have a 

direct impact on improving organizational performance. 

Furthermore, this study also concluded that the Work Environment has a positive and 

significant influence on Employee Performance. A conducive work environment, both in terms 

of physical aspects such as comfort and job security, as well as non-physical aspects such as 

relationships between employees and leadership support, has been proven to be able to 

encourage increased employee performance. Supportive work environment conditions will 

create a positive work atmosphere, increase work enthusiasm, and strengthen employee 

commitment to the organization. This finding is in line with the theory of Sedarmayanti (2018) 

who emphasizes the importance of a safe and comfortable work environment in increasing work 

productivity, as well as the view of Robbins and Judge (2019) who state that a positive work 

environment can shape effective and performance-oriented work behavior. 

Simultaneously, this study concludes that Human Resources and the Work Environment 

jointly have a significant influence on Employee Performance, with a contribution of 30.9 

percent. This indicates that improving employee performance cannot be achieved optimally by 

focusing only on one factor, but rather requires synergy between individual qualities and 

supportive work environment conditions. This conclusion is in line with the systems theory in 

human resource management proposed by Armstrong and Taylor (2020), which states that 

performance is the result of the interaction between individual factors and organizational 

environmental factors. In addition, Gibson et al. (2018) emphasized that individual performance 

is influenced simultaneously by personal, organizational, and work environment variables. 

Thus, efforts to improve employee performance at the Directorate of Samapta Polda Metro Jaya 

need to be carried out through an integrated approach that focuses on strengthening human 

resource quality while creating a conducive and sustainable work environment. 

 

 



https://dinastipub.org/DIJDBM              Vol. 7, No.2, February 2026 

 

459 | P a g e 

REFERENCE 

Chin, W. W. (1998). The partial least squares approach to structural equation modeling. In G. 

A. Marcoulides (Ed.), Modern methods for business research (pp. 295–336). Lawrence 

Erlbaum Associates. 

Dessler, G. (2020). Human Resource Management (16th ed.). Pearson. 

Pratikno, Y., & Hermawan, E. (2022). Manajemen sumber daya manusia dalam praktik tata 

kelola organisasi yang baik. Purbalingga: Eureka Media Aksara. 

Ghozali, I., & Latan, H. (2020). Partial Least Squares: Konsep, Teknik dan Aplikasi 

Menggunakan SPSS Versi 27 untuk Penelitian Empiris (2nd ed.). Badan Penerbit 

Universitas Diponegoro. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A primer on partial least 

squares structural equation modeling (SPSS) (3rd ed.). Sage Publications. 

Mangkunegara, A. P. (2020). Manajemen sumber daya manusia perusahaan. Remaja 

Rosdakarya. 

Santoso, S. (2020). Statistika untuk penelitian: Konsep dan aplikasi. Elex Media Komputindo. 

Sedarmayanti. (2018). Sumber daya manusia dan produktivitas kerja. Mandar Maju. 

Sugiyono. (2019). Metode penelitian kuantitatif, kualitatif, dan R&D. Alfabeta. 

Wibowo. (2019). Manajemen kinerja. Rajawali Pers. 

Purwanto, A., & Sari, D. (2021). Pengaruh sumber daya manusia dan lingkungan kerja terhadap 

kinerja pegawai. Jurnal Manajemen Publik, 7(2), 45–58. 

https://doi.org/10.1234/jmp.v7i2.5678 

Fitria, L., & Rahman, H. (2022). Analisis hubungan budaya organisasi, lingkungan kerja, dan 

kinerja pegawai. Jurnal Administrasi Bisnis, 12(1), 23–35. 

https://doi.org/10.5678/jab.v12i1.345 

Prasetyo, B., & Nugroho, S. (2020). Implementasi SPSS untuk analisis faktor organisasi 

terhadap kinerja pegawai. Jurnal Sistem Informasi dan Manajemen, 9(3), 101–115. 

https://doi.org/10.4321/jsim.v9i3.210 

Rahmi, D., & Sutanto, T. (2021). Hubungan kompetensi pegawai dan lingkungan kerja terhadap 

produktivitas aparatur. Jurnal Ilmu Administrasi, 15(2), 77–89. 

https://doi.org/10.2345/jia.v15i2.432 

Putra, R. A., & Yuliana, S. (2021). Pengaruh motivasi dan lingkungan kerja terhadap kinerja 

pegawai. Jurnal Manajemen SDM, 8(1), 12–25. https://doi.org/10.5678/jmsdm.v8i1.234 

Kurniawan, D., & Hartono, J. (2020). Faktor-faktor yang mempengaruhi kinerja aparatur 

kepolisian. Jurnal Administrasi Negara, 10(2), 55–70. 

https://doi.org/10.4321/jan.v10i2.567 

Amalia, R., & Hidayat, T. (2022). Pelatihan dan pengembangan SDM terhadap kinerja pegawai. 

Jurnal Pendidikan dan Manajemen, 11(1), 101–115. 

https://doi.org/10.1234/jpm.v11i1.890 

Sari, P., & Lestari, D. (2021). Kepuasan kerja, lingkungan kerja, dan produktivitas pegawai. 

Jurnal Ekonomi dan Manajemen, 14(2), 45–60. https://doi.org/10.2345/jem.v14i2.678 

Fadli, M., & Utami, N. (2020). Evaluasi kinerja pegawai melalui pendekatan Balanced 

Scorecard. Jurnal Manajemen Publik, 9(3), 88–102. https://doi.org/10.5678/jmp.v9i3.345 

Rahman, F., & Aulia, R. (2019). Pengaruh kompetensi SDM terhadap kinerja sektor publik. 

Jurnal Administrasi Publik, 13(1), 33–47. https://doi.org/10.1234/jap.v13i1.567 

Hartono, S., & Widodo, A. (2022). Budaya organisasi dan lingkungan kerja terhadap 

produktivitas pegawai. Jurnal Ilmu Manajemen, 10(2), 77–91. 

https://doi.org/10.5678/jim.v10i2.123 

Lubis, M., & Hidayat, R. (2021). Faktor SDM dan lingkungan kerja terhadap kinerja kepolisian. 

Jurnal Administrasi dan Kepemimpinan, 12(1), 55–70. 

https://doi.org/10.2345/jak.v12i1.456 

Hasibuan, M. S. P. (2021). Manajemen sumber daya manusia. Bumi Aksara. 



https://dinastipub.org/DIJDBM              Vol. 7, No.2, February 2026 

 

460 | P a g e 

Rivai, V., & Sagala, E. J. (2020). Manajemen sumber daya manusia untuk perusahaan. 

RajaGrafindo Persada. 

Armstrong, M., & Taylor, S. (2020). Armstrong’s handbook of human resource management 

practice. Kogan Page. 

Robbins, S. P., & Judge, T. A. (2019). Organizational behavior (18th ed.). Pearson. 

Bernardin, H. J., & Russell, J. E. A. (2018). Human resource management. McGraw-Hill. 

Sekaran, U., & Bougie, R. (2020). Research methods for business. Wiley. 

Arikunto, S. (2019). Prosedur penelitian: Suatu pendekatan praktik. Rineka Cipta. 

Gibson, J. L., Ivancevich, J. M., Donnelly, J. H., & Konopaske, R. (2018). Organizations: 

Behavior, structure, processes. McGraw-Hill. 

Mathis, R. L., & Jackson, J. H. (2019). Human resource management. Cengage Learning. 

Pratama, A., & Siregar, R. (2020). Lingkungan kerja dan disiplin terhadap kinerja aparatur. 

Jurnal Manajemen Pemerintahan, 6(2), 90–104. 

Wahyudi, D., & Laksmi, P. (2021). Pengaruh kualitas SDM terhadap kinerja pegawai sektor 

publik. Jurnal Kebijakan Publik, 9(1), 22–36. 

Nugraha, R., & Firmansyah, M. (2022). Analisis SEM-PLS dalam penelitian SDM 

pemerintahan. Jurnal Metodologi Penelitian, 5(2), 65–80. 

Hidayati, N., & Prabowo, H. (2020). Lingkungan kerja fisik dan nonfisik terhadap kinerja 

pegawai. Jurnal Ilmu Sosial dan Humaniora, 14(1), 40–55. 

Siregar, Y., & Ramadhan, A. (2021). Pengaruh manajemen SDM terhadap kinerja organisasi 

publik. Jurnal Reformasi Administrasi, 8(2), 101–115. 

Putri, A. N., & Kurnia, T. (2019). Motivasi kerja sebagai mediator kinerja pegawai. Jurnal 

Psikologi Industri, 7(1), 15–29. 

Fauzan, M., & Prakoso, B. (2022). Kinerja pegawai kepolisian dalam perspektif manajemen 

SDM. Jurnal Keamanan Nasional, 4(2), 88–102. 

Lestari, S., & Handayani, D. (2020). Pengaruh iklim kerja terhadap kinerja aparatur negara. 

Jurnal Administrasi Negara, 11(1), 60–75. 

Yulianto, A., & Saputra, R. (2021). Kinerja pegawai berbasis kompetensi dan lingkungan kerja. 

Jurnal Manajemen Strategis, 13(2), 55–69. 

Rachman, I., & Sulastri, E. (2022). Implementasi manajemen kinerja di institusi kepolisian. 

Jurnal Ilmu Kepolisian Indonesia, 5(1), 1–15 

Arikunto, S. (2018). Prosedur Penelitian: Suatu Pendekatan Praktik. 

Ghozali, I. (2021). Aplikasi Analisis Multivariate dengan Program SPSS. 


