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Abstract: The objective of this research is to discuss about how can the concept culture 

give effects on employee commitment in Muhammadiyah University of Jember as an 

organization. The kind of this research is a quantitative research with a descriptive 

approach because utilized SPSS Statistic 24 software during the processing data. Then, 

the researcher used census or known as a saturated sampling where all sample become 

as a sample and got the 137 respondents. Besides, questionnaires, observation and 

interviews were applied as a data collection method to gain the data. After that, the data 

instrument test, the classical assumption test, multiple linear regression analysis and 

hypothesis test (t-test and coefficient determination (R2)) is used by researcher as 

technique to analysis the data. Next, the contribution of this research is to help 

University of Muhammadiyah Jember organization by give feedback and strategies about how to improve the quality of their staff. 

Therefore, the organization will improve in the future. The results of the study demonstrate that teamwork has a negative impact on 

employee commitment, but communication, training, and rewards have a big beneficial impact.  

Keywords: Keywords: Teamwork, Communication, Training, Rewards, Employee Commitment 

 

INTRODUCTION 

 Human resource management (HR) is one of the factors to increase human resource sup-

port in achieving organizational goals through increasing employee productivity, reducing work 

turnover and reducing absenteeism while increasing employee job satisfaction and also human re-

source development. All companies definitely need HR or human resources that are reliable and 

ready to compete with other companies. Without a special effort in changing human resources, the 

organization will be increasingly left behind and become uncompetitive. Therefore, it is necessary 

to take steps to organize and control the development of human resources within the organization in 

order to further increase organizational commitment to employees so that it will improve motivation 

and commitment to the organization (Nadapdap, 2017). In organizational culture, in essence, is a 

habit that has values attitudes or norms that are believed and carried out by all members of the or-

ganization. Organizational culture provides characteristics and identity to a company or organiza-

tion and distinguishes the organization from other organizations. Moreover, (Nikita, 2019)said that 

organizational culture indicated to the unique relationship from norms, values, beliefs and the way 
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individual act that become how do employers try to resolve when problem comes into the organiza-

tion (Nikita, 2019). 

Work culture is a philosophy based on a perspective of life as values that become traits, habits, 

and motivating factors, ingrained in the life of a community group or organization, and then mir-

rored from attitudes into behavior, beliefs, ideals, views, and actions that are manifested as work or 

work. A corporation needs supporting components including teamwork, communication, training 

development, and rewards in order to establish a competent organizational culture. Organizational 

success and productivity can be attained through maximizing employee engagement to the organi-

zation by continually establishing and implementing corporate culture (Riadi, 2019). According to 

(Ramdhani et al., 2017), the idea of employee commitment to the company is described by a causal 

relationship to corporate culture, which is reflected in the aspects of teamwork, communication, 

training development, and rewards. 

Organizational commitment, according to(Wibawa & Made Surya Putra, 2018), can be com-

pared to other work-related attitudes like job satisfaction, which is defined as employees' feelings 

about their work, and organizational identification, which is defined as the degree to which an em-

ployee experiences a "sense of oneness" with their organization. Additionally, organizational scien-

tists have created a variety of scales to evaluate organizational commitment as well as several com-

plex definitions of it. Organizational initiatives to increase organizational commitment among its 

employees are inextricably linked to the organization's applied organizational culture, which is a set 

of rules or fundamental precepts that employees use to conduct themselves within the workplace. 

Every firm today has fresh difficulties in achieving competitive organizational performance and as-

sembling a loyal staff. The world is very competitive and dynamic. Every employee inside a com-

pany must be committed to the organizational goals in order for it to function at its highest potential 

in the competitive environment of today. Determining the meaning of commitment and how it af-

fects good outcomes is crucial. Employee commitment improves organizational performance be-

cause committed workers make ties with the company. A person performs better at work and bene-

fits the organization more if they have an emotional connection to their career, connections with 

other employees, and the company(Andrew, 2017). 

To successfully accomplish the process of accomplishing corporate goals, organizations need 

strong teamwork. A group of people collaborating in order to accomplish a common objective is 

known as teamwork. Employees can collaborate, develop their own talents, and give helpful com-

ments when working in teams without interfering with one another. If the employees of an organi-

zation or firm cannot cooperate effectively, no organizational task will be completed. Teams that 

operate well together or produce results that exceed the sum of their individual contributions do so 

through individual effort. Through coordinated actions, teamwork creates advantageous synergies. 

In an organization or business, this implies that a team's performance is superior to an individual's 

performance. But in order to effectively contribute to employee performance and job outcomes at 

an institution, teamwork must also be effective (Lawasi & Triatmanto, 2017). Belsi ldels, accordi lng to 

(Setiawan & Lestari, 2016) managi lng an organi lzati lon i ls not elasy, so i lt relqui lrels a lot of skillls to elxpeld-

i ltel i lts i lmplelmelntatilon. Among the l many ski llls neleldeld i ln an organi lzati lon, thelrel i ls onel way that can 

uni ltel all aspelcts to work togelthelr to achi lelvel organi lzatilonal or company goals, name lly communi lcat-

i lon skillls and abilli ltilels to crelatel an organi lzati lonal atmosphe lrel that can moti lvatel elmployelels to gi lve l 

theli lr belst pelrformancel. Communilcati lon i ls onel of thel stratelgi lels useld to di lrelct elmployelel awarelnelss 
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and undelrstandi lng of burelaucrati lc relform, vi lsi lon, mi lssilon and organi lzati lonal goals. Communi lcati lon 

i ls a me lans of convelyi lng melssagels or i lnformati lon, crelati lng a parti lcular relsponsel or relsponsel so that 

thelrel arel no di lstorti lons or gaps, and a me lans of ovelrcomi lng problelms that arilsel (Lawasi & Triat-

manto, 2017). Iln mailntailni lng quali lty human relsourcels (lHR), an organi lzati lon willl strilvel to crelate l 

supelri lor and quali lty human relsourcels, onel of whilch can bel donel i ls to conduct trai lni lng for theli lr 

elmployelels. Belcausel mailntailni lng quali lty human relsourcels i ln an organi lzati lon ils not elasy. Ilf thel 

commi ltmelnt of elmployelels i ls low, i lt willl havel an i lmpact on the l runnilng of thel organi lzati lon. Thi ls 

elmployelel belhavi lor wi lll lelad to the l elmploye lel's delci lsi lon to le lavel hi ls job (Ratnasari et al., 2021). An-

othelr factor that can i lncrelasel elmployelel commi ltmelnt i ls thel awardilng of relwards to elmployelels. Ap-

prelci lati lon i ls a si lgn for those l who relceli lvel i lt that theli lr acti lons arel good and uselful and can be l appli leld 

agai ln i ln thel futurel. Awards can be l i ln thel form of compelnsati lon, both i ln thel form of fi lnanci lal com-

pelnsatilon and non-fi lnanci lal compe lnsati lon. Fi lnanci lal compelnsati lon can bel i ln thel form of salari lels, 

bonusels and belnelfi lts relceli lveld by e lmployelels, whillel non-fi lnanci lal compelnsati lon can bel i ln thel form 

of i lntelrelsti lng assi lgnmelnts, relsponsi lbi llilti lels i ln thel work elnvi lronmelnt, or i ln thel form of promoti lon 

(Asikin, 2015). 

Muhammadi lyah Jelmbelr Uni lvelrsilty i ls onel of thel pri lvatel telrtilary i lnsti ltuti lons, an organi lzati lon 

elngageld i ln thel world of elducati lon i ls orilelnteld towards be lcomi lng a te lrtilary i lnsti ltuti lon that elxcells i ln 

sci lelncel and telchnology that bre lathels Ilslami lc valuels, i lt ils elxpelcteld that thel pelrformancel of all com-

ponelnts, both from thel leladelrshi lp lelvell to thel elmployelel lelvell at thel Muhammadi lyah Je lmbelr Uni l-

velrsilty i ls ablel to to achilelvel thel goals that belcomel thel orilelntati lon of thel uni lvelrsilty. Howelvelr, i ln 

relali lty thelrel i ls a phelnomelnon, name lly thel low lelvell of elmployelel di lsci lpli lnel (Sanosra et al., 2020). 

Meanwhile, Ramezan (2016) states that organizational attemps to raise employee organizational 

commitment cannot be separated from the organizational culture that is in place, where organiza-

tional culture is a set of rules or basic assumptions that employees use to behave in the organization. 

A key component of the organizational management system is organizational culture which is a set 

of ethical values and beliefs held by the organization’s members. When it comes to job satisfaction 

within the company, employees that have a high level of organizational commitment can be identi-

fied. Basi lcally, elvelry elmployelel who i ls sellelcteld to elntelr elach company has i lts own cri ltelri la, for elx-

amplel, i lts own vi lsi lon and mi lssilon, onel of whi lch also has a strong commi ltmelnt to work i ln thel delsi l-

reld company so the l company must se llelct i lt welll. Elmployelels who work welll and have l good com-

mi ltmelnt arel criltelri la for elmployelels who can bel trusteld to work (Pinangkaan et al., 2020). Wi lth rel-

spelct to thel concelpt of work culture l whilch has an i lnfluelncel on elmployelel commi ltmelnt. Thel i lni lti lal 

fi lndi lngs of relselarchelrs i ln thel fi lelld found that i lndi lvi ldual habi lts and belhavi lor of elmploye lels havel an 

i lmpact on thel sustai lnabi lli lty of organi lzati lonal acti lvi ltilels. Thi ls i ls ilnfluelnceld by thel relsults of theli lr 

work on elmployelel commi ltmelnt to thel organi lzati lon. Not a fe lw parti lels arguel that some l of thel factors 

that affelct thel delcli lnel i ln thel abi lli lty of elmploye lels i ls thel lack of atte lnti lon from agelnci lels i ln provildi lng 

approprilatel elducati lon or trai lni lng programs for theli lr elmployelels.  
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Table l 1. 1 Lilst of E lducati lon for pe lrmanelnt elmployelels at thel Uni lvelrsi lty of Muhammadi lyah 

Jelmbelr i ln 2023 

No Lelvell  Amount Prelselntasel 

1.  Not Known 12 Peloplel 8, 75% 

2.  Ellelmelntary School 1 Peloplel 0,72% 

3.  Hi lgh School 14 Peloplel 10, 21% 

4.  D3 5 Peloplel 3, 64% 

5.  S1 102 Peloplel 74, 46% 

6.  S2 3 Peloplel 2, 2% 

Total 137 Peloplel 99, 98% 

Sourcel: Data procelsseld by relselarchelrs l2023 

 

Baseld on thel data i ln tablel 1.1 abovel, i lt shows that the l elducati lonal lelvell of Muhammadi lyah 

Jelmbelr Unilvelrsilty elmployelels i ln 2023 wi lll havel thel hi lghelst numbelr of elmploye lels wi lth an un-

delrgraduatel delgrelel, namelly 102 e lmployelels. Thi ls shows that the l lelvell of elducati lon and ski llls of 

elmployelels i ls velry concelrneld i ln thel di lvi lsi lon of tasks and authori lty i ln accordancel wi lth theli lr filellds. 

Whilch willl theln havel a posi ltilvel i lmpact on elmployelels and the l relsults of thel work provi ldeld arel i ln 

accordancel wi lth what i ls elxpelcteld by thel agelncy. At thel Muhammadi lyah Uni lvelrsilty of Je lmbelr i lt-

sellf, elveln though thel lelvell of elducati lon posselsseld by i lts elmploye lels i ls qui ltel hi lgh, i lt doels not rulel out 

thel possi lbi llilty that elmployelels havel a felelli lng of di lssati lsfacti lon wilth thel Job Delsk gi lveln belcausel 

wheln thely selel thel relsults of the l dilvi lsilon of tasks thely felell di lssati lsfileld duel to selvelral factors, 

namelly, not conformi lty thel elducati lonal background takeln, thel compeltelnci lels posselsseld arel not ap-

proprilatel, thel vacanci lels choseln arel thel selcond choi lcel and so on. whelrelas i ln thel work culturel thel 

factors that i lnfluelncel elmployelel commi ltmelnt to thel organi lzati lon arel Telamwork, Communi lcati lon, 

Trai lni lng and Relwards. Thelsel ellelmelnts play an i lmportant rolel i ln thel achi lelvelmelnt of compeltelnci lels 

posselsseld by i lndi lvi lduals. Iln thi ls study, i lt i ls hopeld that the l problelms elncountelreld i ln the l fi lelld can bel 

i lnput for i lncrelasi lng elmployelel commi ltmelnt to thel organi lzati lon.  

 

Table l 1. 2 Lilst of Elmployelel Turn Ovelr for 2019-2023 

No Yelar E lntelr  Out  

1.  2019 22 0 

2.  2020 25 2 

3.  2021 40 2 

4.  2022 7 19 

5.  2023 4 6 

Data Sourcel: data procelsseld by relselarchelrs l2023) 

 

Tablel 1.2 data shows that e lmployelel turnovelr data for the l last 5 yelars, whelrel i ln 2021 thel 

largelst numbelr of elmploye lels elntelreld thel company. Duri lng thi ls pelri lod acti lvi ltilels or acti lvi ltilels welre l 

velry li lmi lteld duel to thel sprelad of the l Covi ld-19 Vi lrus. Elveln so, thel data showeld that avai llablel staff 

and job vacanci lels welrel stilll opeln for thel contilnuati lon of acti lvilti lels and acti lvi lti lels wi lthiln thel Mu-
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hammadi lyah Uni lvelrsilty of Je lmbelr. Howelvelr, i ln thel followi lng ye lar, namelly 2022, the l data shows 

that thel most elmployelels lelavi lng thel organi lzati lon havel beleln i ln thel last 5 yelars. Iln thel abovel 

phelnomelnon thelrel arel many factors that can cause l thi ls to happeln, belcausel of thi ls thel i lmportancel of 

i lnstillli lng elmployelel commi ltmelnt to thel organi lzati lon i ls velry much neleldeld.  

 

LITERATURE REVIEW 

2.1 Work culture 

Culture is defined as: "thoughts, customs, something that has developed, something that be-

comes a habit that is difficult to change" in KBBI. The words "culture" and "tradition" are frequent-

ly used interchangeably in ordinary speech. Tradition in this context is understood to refer to a 

group's general beliefs, attitudes, and behaviors that emerge from their regular conduct and become 

ingrained in their community. 

2.2 Teamwork  

A team is a group of two or more individuals who work together on a task and in concert to ac-

complish a particular objective. To assist the process of accomplishing business goals, strong 

teamwork is required. According to Tracy, collaboration is a task that is handled and completed by 

a number of individuals that are part of the same company (Lawasi & Triatmanto, 2017). 

2.3 Communication 

 One method for directing employees' interest in and comprehension of corporate goals, bureau-

cratic reform, and vision and mission is through communication. Achieving a certain reaction or 

response in order to avoid distortions or gaps, as well as a means of resolving issues, are all exam-

ples of communication (Setiawan & Lestari, 2016). 

2.4 Training 

Training is an educational program that is conducted methodically, organized, and supervised 

by professionals in order to improve the ability in the workplace to achieve the work goals desired 

by a work organization and to improve and develop attitudes, behaviors, skills, and knowledge of 

employees in accordance with the wishes of the company concerned in order to obtain a job satis-

faction (Pinangkaan et al., 2020). 

2.5 Appreciation 

The reward system is a financial incentive given to people who go above and beyond expected 

performance levels. All sorts of rewards financial and nonfinancial that employees earn for provid-

ing services to Nasution's business are referred to as awards in the magazine (Susanto, 2016). 

2.6 Employee Commitment 

One of the work mindsets is organizational commitment. because it represents how a person 

feels about the company where he works (whether he likes it or not). An individual's orientation to-

ward the organization, which consists of loyalty, identity, and engagement, is referred to as organi-

zational commitment. Organizational commitment is the focus of dynamic interactions between 

people and their organizations. 

2.7 Hypothesis 

a. The Influence of Teamwork on Employee Commitment  
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The sustainability and efficiency of an organization depend on teamwork. Teamwork that is 

organized and well-run within a firm will swiftly reach its targets or desired objectives. Teamwork 

has a considerable impact on organizational commitment, according to study (Dewi et al., 2022). 

   = Teamwork has a significant effect on employee commitment. 

 

b. The Influence of Communication on Employee Commitment  

Communication is essential for organizational operations due to effective lines of communica-

tion between staff members and managers as well as interactions with clients. Information spreads 

like wildfire and has the power to boost business or organization productivity. In the study men-

tioned, it is hypothesized that the factors of motivation, communication, and teamwork have a fa-

vorable and significant impact on employee performance, with the communication variable being 

hypothesized to have the most significant impact on enhancing employee performance (Lawasi & 

Triatmanto, 2017).  

   = Communication has a significant effect on employee commitment. 

 

c. The Effect of Training on Employee Commitment  

The process of acquiring knowledge and exposing workers to something new that they will 

need to do their jobs effectively is known as training. According to the study's findings (Muham-

mad Irham Adam et al., 2020), data analysis revealed that education and training had a big impact 

on organizational commitment. 

   = Training has a significant effect on employee commitment 

 

d. The Influence of Rewards on Employee Commitment  

Given by the company to its personnel as a token of appreciation or thanks for their efforts and 

triumphs that go above and beyond what has been predetermined. According to the research done 

(Asikin, 2015), trust and recognition both have an impact on organizational commitment at the 

same time, and rewards have a partial influence as well. According to these findings, employee trust 

and appreciation impact the degree of organizational commitment among employees. As a result, 

factors affecting incentive and trust must be taken into account while improving organizational 

commitment. 

   = Rewards have a significant effect on employee commitment 

  

METHOD 

 

1. Relselarch delsi lgn 

         In this research, quantitative methods combine with descriptive approach is used as a re-

search design. The researcher was conducted the research to employees that works on human 

resources (HR) department of University of Muhammadiyah Jember. As stated by (Sugiyono, 

2016) qualitative method can be comprehended as a research method to examine population or 

some sample, used research instrument as a way to collect the data, and analysis the data can be 

quantitative or statistic that has purpose to examine the hypothesis which was written by re-

searcher.  
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2. Data Types and Sources 

a. Primary Data 

     This data collection is carried out by distributing questionnaires to research objects 

and filled directly by respondents. 

b. Secondary Data 

   Data obtained from archives owned by organizations / agencies, literature studies, pre-

vious research, literature, and journals related to the problem studied. Secondary data in the 

form of number of employees, absenteeism rate, and company profile. 

 

3. Population and Sample 

Iln thi ls study, thel populati lon were 137 elmployelels from BAAK, UPT, BIlRO, eltc. at thel 

Muhammadi lyah Unilvelrsi lty of Je lmbelr. In addition, sample is piece of the total and characteris-

tics which are owned by population. From this explanation, we can conclude that sample is a 

piece of population that represent the population be lcausel i lt has thel samel trai lts or characte lri lsti lcs. 

Iln thi ls study, i lt was obtai lneld from a populati lon of 137 elmployelels and all of the lm would bel 

sampleld wilthout celrtai ln cri ltelri la. Saturated sample or known as a census is used by the research-

er as technique to take some sample that the entire member of population are samples.  

4. Data Collection Methods 

a. Interview 

Data collection techniques by conducting direct interviews with leaders and em-

ployees about the object of observation being studied. The interviews conducted were 

unstructured interviews. Unstructured interviews are free interviews where researchers 

do not use interview guidelines that have been compiled systematically and completely 

for data collection (Sugiyono, 2016). 

b. Questionnaire 

     One method of gathering data is through the use of questionnaires, which include 

distributing a list of questions to respondents and hoping that they would reply. In this 

survey, a closed question model, a type of question that has previous response alterna-

tives attached. It will be utilized, allowing respondents to select one of these alternatives.  

c. Measurement Scale 

   The measurement scale used in this study is the Likert scale. Likert scales are used 

to measure the attitudes, opinions, and perceptions of a person or group of people about 

social phenomena or problems (Sugiyono, 2016). 

 

RESULTS AND DISCUSSION 

Iln thi ls arti lclel, the data that obtain from the results of questionnaire is examined with the fol-

lowi lng varilablels: 

1. Telamwork (l  ) 
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First hyphotesis (H1) in this research that was examined by multiple regression analysis 

in the t test prove that team work as a variable has a significant negative influence on employ-

ee commitment in the organization by looking at the significance level that is equal to 0.000 

<0.05 while (-6.072) > (1.656) which means the hypothesis is "accepted" with the effect 

shown by the negative regression coefficient of -0.905. Then, the teamwork variable has a sig-

nificant negative effect on the employee commitment variable. It means that the lower team-

work or poor team-work can be decrease the employee’s commitment in the organization (H1 

Accepted) 

Accordi lng to Bukhari l i ln thel journal (Rahmawati & Supriyanto, 2020)coopelrati lon i ln achi lel-

vi lng quali lty must bel delvellopeld to achi lelvel maxi lmum relsults. Managelmelnt humanrelsourcels

 i ls a kely to thel growth of an organi lzati lon. Thelrelforel telamwork i ls an i lmportant factor i ln 

i lmplelmelnti lng TQM. Iln i lmprovilng thel quali lty of relsourcels man Thils can bel donel through 

elfforts such as workshops, se lmi lnars, trai lni lng, MGMP, and KKG. Through the lsel acti lvi lti lels, 

good telamwork willl bel forme ld 

The results of this research are contrasting with the reseach that conducted by (Fathia et 

al., 2018) telamwork has a silgni lfi lcant elffelct on organi lzati lonal commiltmelnt. E lffelcti lvel telam-

work acti lvi lti lels can lelad to ilncrelaseld pelrformancel and hi lghelr elmploye lel job satilsfacti lon. Iln 

partilcular, worki lng i ln telams can elmpowelr elmploye lels and hellp thelm to delvellop an atti ltudel of 

autonomy whi lch i ls a major source l of i lncrelaseld organi lzati lonal commi ltmelnt and mi lni lmi lzeld 

strelss. pelrceli lveld i lnfluelncel from thel telam through pelrceli lveld i lndi lvi ldual i lnfluelncel wi lll havel a 

posi ltilvel rellati lonshi lp wilth affelcti lvel commi ltmelnt, but i lf normati lvel commi ltmelnt i ls hi lgh, the l 

pelrceli lveld telam i lnfluelncel wi lll bel lelss strongly rellateld to i lndi lvildual i lnfluelncel. 

2. Communilcati lon (l  ) 

Thel relsults of multi lplel relgrelssi lon analysi ls i ln thel t telst for thel selcond hypothe lsi ls (l  ) 

show that communi lcati lon has a si lgni lfi lcant elffelct on elmployelel commi ltmelnt to the l organil-

zatilon at thel Muhammadi lyah Unilvelrsilty of Jelmbelr, wi lth a si lgni lfi lcancel lelvell of 0.000 <0.05 

whillel l10,786) > l1,656) whi lch melans thel hypothelsi ls "accelpteld” wilth thel elffelct shown by the l 

relgrelssi lon coelffi lci lelnt i ls posi ltilvel by 1.006. theln thel communi lcati lon varilablel has a si lgni lfi lcant 

elffelct on elmploye lel commi ltmelnt. Thel ilnfluelncel shown by the l relgrelssi lon coelffi lci lelnt i ls posi ltil-

vel, melani lng that thel hi lghelr thel communi lcati lon that ils elstabli lsheld, thel elmployelel's commi ltmelnt 

to thel organi lzati lon i ls ilncrelasi lng l(   Accelpteld). 

Accordi lng to (Islamiyah et al., 2022), i ln hi ls relselarch journal i lt statels that communilcati lon 

i ls thel procelss of transfelrri lng melani lng i ln thel form of i ldelas or i lnformati lon from one l pelrson to 

anothelr so that the l pelrson beli lng i lnvi lteld to communi lcatel can bel i lnfluelnceld to i lntelrprelt an i ldela 

or i lnformati lon i ln thel way elxpelcteld by thel communi lcator. Thelrelforel, good communi lcati lon ils 

neleldeld so that thel dellilvelry of i lnformati lon doels not occur mi lsundelrstandi lng whi lch willl causel 

problelms. 

Thel relsults of thi ls study arel i ln li lnel wi lth prelvi lous relselarch conducteld by (Dirwan, 2022). 

Thelrel i ls a di lrelct elffelct of pe lrcelpti lons about communi lcati lon on thel organi lzati lonal commi ltmelnt 

of elmployelels of PT. ABC Fli lght. Thi ls filndi lng can bel i lntelrprelteld that thel lelvell of organi lzati lo-

nal commiltmelnt i ls onel of the l factors i lnfluelnceld by pelrcelpti lons of organi lzati lonal commiltmelnt, 
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so that i lf thel pelrcelpti lon of communi lcati lon i ls i lncrelaseld i lt can i lncrelasel organi lzati lonal commilt-

melnt. 

 

 

 

3. Trai lni lng (l  ) 

   Thel relsults of the l analysi ls on thel t telst on thel thi lrd hypothelsi ls l  ) provel that the l 

trai lni lng varilablel has a si lgni lfi lcant elffelct on elmployelel commi ltmelnt to thel organi lzati lon at thel 

Muhammadi lyah Unilvelrsi lty of Jelmbelr. Wi lth a si lgni lfi lcant valuel of 0.00 <0.05, whi llel thel 

uel l6,575) > l1,656) wilth a posi ltilvel relgrelssi lon coelffi lci lelnt of 1,181. Thel i lnfluelncel shown by the l 

relgrelssi lon coelffi lci lelnt i ls posi ltilvel, melani lng that thel hi lghelr thel trai lni lng attelndeld, the l elmployelel's 

commi ltmelnt to thel organi lzatilon i ls i lncrelasi lng l  accelpteld) 

According to (Pinangkaan et al., 2020), in his research journal, training is an educational 

program that is carried out systematically, organized, and guided by professionals, in order to 

improve skills in the field of work and achieve work objectives established by a work organi-

zation. It also aims to improve and develop employees' attitudes, behaviors, skills, and 

knowledge in accordance with the goals of the company concerned, in order to achieve these 

goals. The purpose of this trail is to gather information on performance issues within the or-

ganization and to correlate performance indicators with regard to real and expected behavior. 

The findings of this investigation are consistent with earlier studies by (Muhammad Ir-

ham Adam et al., 2020). The study's findings demonstrate that H6 Through corporate com-

mitment, education and training are thought to have an impact on employee performance. The 

outcomes of the data analysis demonstrate that education and training significantly impact or-

ganizational commitment. 

4. Award l   ) 

Thel relsults of thel analysi ls on thel t telst on thel fourth hypothelsi ls (l  ) show that relwards 

hasl a si lgni lfi lcant elffelct on e lmployelel commi ltmelnt to the l organi lzati lon at thel Muhammadi lyah 

Unilvelrsilty of Jelmbelr, by looki lng at thel si lgni lfi lcancel lelvell whilch i ls elqual to 0.032 <0.05 whi llel 

thel valuel of l2.162) > l1.656) wi lth a posilti lvel relgrelssi lon coelffi lci lelnt of 0.142. Thel i lnfluelnce l 

shown by thel relgrelssi lon coelffi lci lelnt i ls posi lti lvel, melani lng that thel belttelr the l award, the l 

elmployelel's commi ltmelnt to the l organi lzati lon i ls ilncrelasi lng l   accelpteld). 

Accordi lng to (Pratolo et al., 2021) by i lmplelmelnti lng a fai lr relward and puni lshme lnt systelm 

i ln thel organi lzati lon for elmployelels, i lt i ls bellilelveld to bel ablel to makel collelgel elmployelels morel 

motilvateld at work and wi lll do thel belst job possilblel. So that the l ilncrelasel i ln thel pelrformancel of 

elmployelels wilth a fai lr syste lm of relwards and puni lshmelnts willl havel an i lmpact on the l me-

lasurelmelnt of organi lzati lonal pelrformancel systelms whi lch willl i lmprovel as welll. 

Thel relsults of thi ls study arel i ln li lnel wi lth prelvi lous relselarch conducteld by (Suhartini & 

Ahmad Musafir A, 2018)i lt can bel concludeld that pelrceli lveld organi lzati lonal support meldi latels 

apprelci lati lon of affelcti lvel commiltmelnt. Iln prelvi lous relselarch conducteld by Delvi lna Kri lsti lna elt 
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al., thel relsults of thi ls study showeld that thel elffelct of apprelci lati lon on affelcti lvel commi ltmelnt 

wi lth organi lzati lonal support as a meldi lator had a posi ltilvel and si lgni lfi lcant elffelct. Thi ls ils belcause l 

thel awardilng of relwards i ln thel form of wagels, belnelfi lts and relcogni lti lon has beleln proveln to ha-

vel beleln relceli lveld i ln a relal way and i ls fellt to bel good elnough by thel elmployelels. 

 

CONCLUSION 

From thel data that has beleln obtai lneld and analyzeld by the ressearcher, the l followi lng conclusi lons arel 

obtai lneld: 

1. Team-work (  ). After applied the multiple regression analysis on the test for the first hy-

pothesis (H1) the results prove that there is no correlation between team-work and employee 

commitment. This means team-work has a significant negative effect on employee commit-

ment. This indicates that teamwork among employees at the University of Muhammadiyah 

Jember is getting lower. The teamwork that exists between employees and superiors is de-

creasing employee commitment to the organization.  

2. Communication (  ). After applied the multiple regression analysis on the test for the se-

cond hypothesis (H2) the results prove that the influence of communication on employee 

commitment to the organization shows a positive influence. This indicates that communica-

tion has an influence on increasing employee commitment to the organization at the Mu-

hammadiyah University of Jember.  

3. Training (  ). After applied the multiple regression analysis on the test for the second hy-

pothesis (H3) the results prove that training give positive effect on employee commitment in 

the organization. This indicates that training plays a role in increasing employee commit-

ment to the organization at the Muhammadiyah University of Jember.  

4. Rewards (  ). After applied the multiple regression analysis on the test for the second hy-

pothesis (H4) the results prove that rewards has a significant positive effect on employee 

commitment in the organization. This indicates that the more appreciation given by the 

company to employees, the higher the employee's commitment at the Muhammadiyah Uni-

versity of Jember as an organization. 
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