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Abstract. This study aims to examine the impact of organizational commitment, 

career development, and job satisfaction on employee productivity at the Center 

for Appropriate Technology Development (BPTTG) in Yogyakarta. This study 

uses a conceptual approach by combining several previous research results to 

gain a clearer theoretical understanding. The results of the literature review show 

that organizational commitment has a positive and significant effect on 

productivity because employees who feel loyal and attached to the organization 

usually work more effectively. Career development has also been proven to be 

an important factor that helps increase productivity through improved skills, work 

enthusiasm, and a clear career path. In addition, job satisfaction also correlates 

positively with productivity, although in some conditions it can have a negative 

impact if it creates an environment that is too comfortable and causes 

performance to decline. These three factors work together to increase employee 

productivity, although previous research findings show that the results can vary 

depending on the organizational environment and the quality of program 

implementation. This study successfully created a conceptual framework that can 

be used in further research to obtain more in- depth evidence regarding the 

relationship between these three variables and employee work productivity. 

Keywords: Organizational Commitment; Career Development; Job Satisfaction; 

Work Productivity 

1 Introduction 

Competition in today's business world is increasingly fierce. In such conditions, 

companies must be able to improve their competitiveness and competitive advantage in 

order to survive. To face these challenges, resources
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Humans, with all their potential, are the main factor in shaping competitive advantage 

and are the key to future progress. Human resources are a central factor in an 

organization. Whatever its goals, an organization is founded on a vision to realize 

common interests, and in carrying out its mission, the organization is managed and 

administered by humans. The workforce or employees are the most valuable resource 

in an organization [1] The Center for Appropriate Technology Development (BPPTG) 

is an institution tasked with developing appropriate technology, with the aim of building 

appropriate tools as a means of improving the quality and production capabilities of 

Small and Medium Industries (IKM), thereby increasing competitiveness and 

promoting the independence and welfare of the IKM community. Based on this 

objective, BPPTG has a mission to improve services to the SME community by 

maximizing production capacity and quality as well as service quality, so that regional 

income can increase. The Engineering and Production Section has the main task of 

developing, evaluating, designing, and producing Appropriate Technology Tools 

(ATG). In addition to making ATG, the Engineering and Production Section also 

provides workshop, metal, silver, and wood services. With its duties, the Engineering 

and Production Section focuses on providing ATG manufacturing and workshop 

services to consumers, rather than on the profits obtained. The Engineering and 

Production Section consists of two Technical Implementation Units (UPT), namely 

UPT Kusumanegara or the Kusumanegara Workshop and UPT Ragam Metal or the 

Ragam Metal Workshop. This study will focus on discussing the problems at the 

Kusumanegara Workshop. Human resources (HR) are an important asset that drives 

various operational activities, leads innovation, and ensures that the organization 

achieves its goals through efficient management, which ultimately creates good 

performance and a positive work culture. However, if HRM is not managed properly, 

the impact will be a significant decline in performance, characterized by a decrease in 

productivity, work quality, and waste of funds due to high employee turnover. This also 

creates a work environment full of conflict and low morale, which ultimately 

fundamentally threatens the stability and future of the organization. Productivity is an 

employee's mental attitude that reflects their ability to complete tasks, and the results 

obtained depend on the resources used [2]. Meanwhile, according to [3], work 

productivity is a way to achieve maximum results in goods and services by using 

resources efficiently. Work productivity is a process in which the workforce can 

produce large quantities of output. [4] Problems with declining work productivity often 

occur within an organization. When worker productivity declines, the company's 

business is at risk of financial loss. The problems in this study are rooted in operational 

challenges at BPPTG Yogyakarta, where fluctuations in productivity in the technical 

engineering unit risk hampering the quality of service for SMEs and organizational 

efficiency. Empirically, the issues of employee commitment and uncertainty regarding 

career development paths are real obstacles to maintaining performance stability. This 

condition is exacerbated by an academic gap (research gap), where previous research 

results show inconsistencies; some studies confirm the positive influence of the 

variables of commitment and job satisfaction, while other studies find insignificant 

results when influenced by competence factors. Therefore,
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This study aims to fill this gap by providing empirical validation of the extent to which 

organizational commitment, career development, and job satisfaction can 

simultaneously mitigate productivity decline in the context of government technical 

agencies. [5] A problem often faced by organizations in this context is how to create 

and maintain employee commitment to the organization. Organizational commitment 

greatly influences employee productivity levels, as seen in research findings that state 

that organizational commitment has a significant impact on productivity at BAZNAS. 

The analysis shows that organizational commitment does influence how employees 

work. [6] Other studies also show that organizational commitment influences employee 

productivity at Rodateknindo Purajaya. Organizational commitment has a positive 

relationship with work productivity, meaning that employees with high organizational 

commitment tend to be more productive. According to [7], organizational commitment 

is employee compliance with company rules or policies, and someone with high 

commitment will be serious in their work. Commitment shows how seriously an 

employee carries out their duties and responsibilities. The higher a person's level of 

commitment, the better their performance [8]. In addition to willingness to cooperate, 

career growth is also one of the things that influences a person's work performance. 

Career growth is a gradual process that a person goes through to achieve career goals 

in line with the company's needs. With good career growth, employees can get more 

benefits, such as salary increases and improved facilities, both tangible and intangible 

[9]. Research from [10] also states that career development has a positive impact on 

employee productivity. The results of the analysis show that with career development, 

employee performance and motivation increase, thereby increasing productivity. In 

addition to commitment to the organization and career development, another factor that 

affects employee productivity is job satisfaction. Job satisfaction is a person's feelings 

towards their job, which is demonstrated through the employee's positive attitude 

towards the company where they work. [11] Job satisfaction is one of the factors that is 

considered to influence employee productivity. Job satisfaction is an employee's 

attitude towards their job in relation to the work situation, cooperation between 

employees, rewards received at work, and matters relating to physical and 

psychological factors. 

[12] Based on the previous explanation, it can be concluded that job satisfaction is a 

person's feelings or attitude towards the work they do. People who are satisfied with 

their work usually have a positive attitude, while those who are dissatisfied tend to have 

a negative attitude. From the results of previous studies, it appears that there is a strong 

relationship between human resource factors and work performance. Research also 

shows that commitment to the organization has a positive and significant impact on 

increasing employee productivity. [13] In line with this, career development and job 

satisfaction are also important predictors, where a clear career path and high levels of 

satisfaction significantly encourage optimal performance [14]. However, not all 

findings are uniform. Several studies have found that insignificant results on 

productivity tend to emerge when organizational commitment is overshadowed by more 

dominant variables
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such as work discipline or employee competence [15]. Thus, this study was conducted 

to provide new empirical evidence and contextual validation regarding "The Influence 

of Organizational Commitment, Career Development, and Job Satisfaction on 

Employee Productivity at the Yogyakarta Appropriate Technology Development 

Center." 

2 Literature Review 

2.1 Job Demons-Resources (JD-R) 

The main basis of this research is based on two basic principles in human 

resource management (Social Exchange Theory). First, the principle of reciprocity or 

social exchange theory, which explains the reciprocal relationship between employees 

and organizations. Second, the principle of performance, where employee attitudes and 

motivation greatly influence their work results. Several studies show that commitment 

to the organization and job satisfaction are positive factors that greatly influence 

employee productivity. [16] This is consistent with other findings that the more satisfied 

and loyal employees are, the higher their performance [17]. In addition, the Career 

Development factor has also been proven to have a positive relationship with Employee 

Performance [18], and Career Development has a strong influence on the emergence of 

Organizational Commitment [19]. Although most results show a positive relationship, 

there are differences of opinion. Some researchers today consider job satisfaction and 

organizational commitment as mediating variables that connect the influence of other 

variables on performance [20] Therefore, this study is relevant to provide the latest 

empirical validation by re-examining the direct and simultaneous effects of the three 

key variables (Organizational Commitment, Career Development, and Job Satisfaction) 

on Employee Work Productivity in the specific context you are researching. 

2.2 Organizational commitment 

Organizational commitment is an employee's psychological attachment to an 

organization, the strength of which depends on the level of employee participation, 

loyalty, and belief in organizational values [21]. Meanwhile, according to [7], 

organizational commitment is employee compliance with company regulations or 

policies, and someone with high commitment will be serious in their work. 

Organizational commitment is an attitude of liking the company and a willingness to 

make a high level of effort to achieve the company's goals [22]. Thus, it can be 

concluded that commitment in an organizational context is a form of attitude or action 

that shows a person's loyalty to the organization, as seen from their dedication to 

achieving the organization's vision, mission, values, and goals. 
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2.3 Career Development

Career development involves a series of steps taken by individuals 

strategically to plan and achieve their career goals, with support and assistance from the 

organization where they work [23]. According to Mangkunegara in [24], career 

development can be defined as a formal and continuous effort focused on improving 

employee quality. This involves a continuous process of improving workers' skills and 

abilities.Career development is a series of lifelong activities that contribute to the 

exploration, strengthening, success, and fulfillment of a person's career [25]. Career 

development is the process of improving an individual's work abilities in order to 

achieve their desired career [26]. According to [27], career development is a way to 

improve a person's work abilities so that they can achieve their desired career goals. 

Thus, it can be concluded that career development is a collaboration between employees 

and companies to ensure the growth and advancement of employees' careers. 

Companies provide support in the form of training, guidance, and various other 

opportunities to help employees develop. 

2.4 Job Satisfaction 

Job satisfaction is not about how hard or how well someone works, but rather 

how much someone enjoys a particular job. Job satisfaction is a pleasant psychological 

state felt by workers in their work environment, which arises from the adequate 

fulfillment of employee needs, both material and non-material [28]. Meanwhile, 

according to [29], job satisfaction is not only an element of the job itself, but can also 

be interpreted as satisfaction in life. If a job is able to provide satisfaction, then it can 

also contribute to a person's satisfaction in life. Job satisfaction is defined as an 

employee's positive attitude towards the work given by the organization, so that 

employees strive to perform various tasks to achieve the expected level of satisfaction 

[30]. Thus, job satisfaction is a reflection of how a person feels about their job as a 

whole, including the work environment, interactions with coworkers, rewards received, 

and opportunities for career development. This reaction can vary from person to person, 

depending on what they consider important and valuable in their work. 

2.5 Work Productivity 

Work productivity is a comparison between work results and the materials, time, 

and energy used in producing goods or services by using available resources effectively 

and efficiently, while maintaining the quality of the goods or services produced [31]. 

[32] states that productivity is a comparison between the results achieved (output) and 

the total resources required (input). Based on the explanation above, it can be concluded 

that increasing work productivity is crucial, both for individuals and for companies or 

organizations. Increased productivity
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demonstrates the ability to achieve more goals. In general, work productivity is not only 

related to greater effort, but also to working more wisely in order to achieve better 

results on a sustainable basis. 

3 Methodology 

This study uses a conceptual approach to clarify theoretical constructs and 

develop new interpretations based on existing literature. According to [33], a 

conceptual review serves to identify gaps in research and form the basis for future 

empirical research. Relevant literature is combined to align with the research objectives, 

thereby providing a comprehensive understanding of the relationships between key 

concepts. This study uses a descriptive quantitative approach that aims to examine the 

influence of organizational commitment, career development, and job satisfaction on 

employee work productivity. In line with the procedures proposed by [34], this method 

is used to examine a specific population through a Likert scale questionnaire instrument 

to test the established hypotheses. The research location was at BPTTG DIY, applying 

a saturated sampling technique (census), because according to [35], if the research 

subjects are less than 100 people, it is better to take the entire population as a sample to 

increase the accuracy of the generalization of the results. Primary data were analyzed 

using inferential statistical techniques to evaluate the relationship between variables in 

a concrete and specific manner, which according to 

[36] is an essential step in organizational research to transform abstract concepts into 

statistically measurable data in order to accurately test the relationship between 

variables. The result of this method is a conceptual framework that can be tested through 

future research. This framework aims to answer several key questions: (1) Does 

organizational commitment affect employee work productivity? (2) Does career 

development affect employee work productivity? (3) Does job satisfaction affect 

employee work productivity? (4) Do organizational commitment, career development, 

and job satisfaction simultaneously affect employee work productivity? 

4 Results & Discussion 

4.1 The influence of organizational commitment on work productivity 

Commitment to an organization is defined as an individual's personal decision 

to continue contributing to an organization because they feel satisfied at present and 

have expectations of rewards that may be obtained in the future, which indicates a high 

level of commitment to the organization. Based on the results of the study [37], it can 

be proven that organizational commitment has a positive and significant effect on work 

productivity. Research from [38] shows that organizational commitment has a positive 

effect on employee work productivity. This is in line with the results of research from 

[37].
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Organizational commitment has a positive and significant effect on work productivity. 

Meanwhile, insignificant results on productivity tend to arise when organizational 

commitment is overshadowed by more dominant variables, such as work discipline or 

employee competence [15]. In such situations, commitment alone is not enough to 

increase productivity. This commitment needs to be supported by strong initial factors 

or effective mediation processes in order to be realized in the form of measurable 

improvements in work results. Thus, it can be concluded that organizational 

commitment has a significant impact on work productivity. 

4.2 The Influence of Career Development on Work Productivity 

Well-planned career development is a smart investment for a company. By 

offering structured career paths and opportunities for skill development, companies can 

increase employee motivation and job satisfaction. Based on the findings of the study 

[39], it can be concluded that career development has a positive and significant effect 

on employee performance. The influence of career development (X) has a combined 

contribution of 77.7% to the dependent variable (Y), namely employee productivity 

[40]. Career development has a positive and significant effect on work productivity, 

mainly through two crucial channels. First, career development (through training, 

mentoring, and rotation) improves employee competence and technical skills [41]. The 

resulting increase in performance will indirectly increase productivity. Several studies 

show that career development does not have a significant direct impact on productivity 

[42]. This occurs when the benefits of career development (such as training or 

promotion paths) are not directly translated into higher motivation, so that the impact 

on final performance is nil. 

4.3 The Influence of Job Satisfaction on Work Productivity 

Job satisfaction is an important element that directly affects employee 

productivity. By ensuring that employees feel valued, satisfied, and supported, 

companies can create a work environment that supports improved performance, 

innovation, and employee loyalty. Research conducted by [43] shows a positive and 

significant relationship between job satisfaction and work productivity. The results of 

another study, namely [44], show that job satisfaction is a positive and significant 

predictor of employee productivity. Some findings, such as those on employees of PT 

Anugerah Tridaya Mandiri in study [45], even note a negative and significant 

relationship between job satisfaction and productivity. This can be understood as high 

job satisfaction without strict discipline or supervision can create a comfort zone, where 

employees who feel very satisfied are no longer motivated to achieve optimal work 

results, causing productivity to decline. 

4.4 The Influence of Organizational Commitment, Career Development, 

andJob Satisfaction on Work Productivity 

Organizational commitment, career development, and job satisfaction are 

factors that influence employee productivity. Research conducted by [46] confirms that 

if satisfaction and career development support commitment, then an increase in 

commitment will have a positive effect on work productivity. Employees with high 

commitment are usually more loyal and enthusiastic, which directly affects productivity 

levels. [24] states that organizational commitment, career development, and job 

satisfaction (along with compensation) have a positive and significant effect on 

employee retention, which is a pillar of long-term productivity. [47] states that the three 

variables (Career Development, Job Satisfaction, and Organizational Commitment) 

have a significant negative effect on turnover intention. This means that high levels of 

Organizational Commitment, Career Development, and Job Satisfaction can reduce 

employees' desire to resign, which in turn indirectly maintains productivity. In theory, 

there should be a positive relationship between organizational commitment, career 

development, and job satisfaction with employee productivity. However, some research 
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results actually show anomalies or failures in implementation. A study conducted by 

[48] shows that career development has a very small, even insignificant, effect on 

productivity. In general, these results indicate that the influence of these factors is 

highly dependent on the specific context within an organization, the quality of program 

implementation, and interactions with various environmental or motivational factors. 
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Fig. 1. Conceptual framework
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The research framework aims to explain and illustrate the relationship between the 

variables to be studied, based on the limitations and problem formulation. Based on the 

background explanation and theoretical basis presented earlier, it can be stated that 

commitment to the organization, career development, and job satisfaction have an 

influence on work productivity as independent variables. Organizational commitment 

has a positive and significant effect on work productivity. This means that the greater 

an employee's commitment to the organization, the more effective, loyal, and dedicated 

that employee will be. As a result, this directly increases work productivity, reduces 

unnecessary costs, and encourages the achievement of organizational goals. Employees 

with high commitment will be more motivated to contribute beyond what is required 

because they feel they are part of the organization. Career development plays an 

important role and has a positive impact on work performance. This means that the 

better and more organized the career development programs provided by the company 

for its employees, the more likely employees will be to produce higher quality work, 

which will ultimately improve the quality of the company's products or services. Career 

development programs, such as training, promotions, and opportunities to improve 

skills, will make employees feel valued and see a clear future vision within the 

company. Job satisfaction has a positive and important impact on work productivity. In 

other words, there is a close and non-coincidental relationship between the two. In other 

words, the greater the job satisfaction felt by employees, the higher the productivity 

will be. Conversely, neglecting job satisfaction can be a problem for companies, as it 

will directly affect a decline in productivity, increased costs, and create a poor working 

environment. 

5 Conclusion 

This conceptual study emphasizes that commitment to the organization, career 

development, and job satisfaction are three important factors that influence employee 

productivity, both directly and simultaneously. Commitment to the organization has 

been proven to have a significant positive impact on productivity. Employees who have 

emotional ties, loyalty, and adherence to organizational values tend to operate more 

efficiently, be more committed, and make more significant contributions. Career 

development has a positive and significant impact on productivity by increasing 

competence, motivation, and a sense of being valued by the organization. Training 

programs, promotions, and clear career paths can improve employee performance. Job 

satisfaction has a significant positive relationship with productivity. Employees who 

are happy with their jobs—in terms of work atmosphere, recognition, and interactions 

with coworkers—are more likely to achieve their best performance. However, in certain 

situations, very high job satisfaction without supervision can result in a "comfort zone" 

that has the potential to reduce productivity. At the same time, these three variables 

interact with each other in influencing productivity. The combination of high 

commitment
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, clear career opportunities, and good satisfaction levels creates a work environment 

that supports long-term productivity. However, some studies show insignificant results 

in certain conditions, so that organizational context, program implementation quality, 

and other factors remain determinants of success. In general, employee performance is 

determined not only by technical skills, but also by psychological factors and structures 

created by the organization. Therefore, companies must manage these three aspects 

consistently in order to improve performance, maintain stability, and achieve 

organizational goals. 

References 
[1] A. Yohanson And L. Hakim, ‘Ekombis Science The Effect Of 

Leadership Style And Work Motivation On Employee Performance 

At Pt. Japfa Comfeed Indonesia Tbk, Branch 

Tanggamus’, J. Ekon. Keuang. Dan Bisnis, 2021. 

 

[2] A. Ndruru, ‘The Effect Of Competence On The Work Productivity 

Of Employees At The Camatsidua’orikabupaten Nias Selatan 

Office’, J. 

Lmiah Mhs. 
South Nias, 2022. 

 

[3] M. Hasan And R. Setiawan, ‘Organizational Communication And 

Human Resource Supervision On The Work Productivity Of Pt. 

Xyz In Tangerang', J. Comp. Econ. Dan Bisnis, Vol. 5, No. 1, Pp. 78–

92, 2023, Doi: 10.31000/Combis.V5i1. 

 

[4] B. Munadjat, P. N. Kencana, And A. Sunarto, ‘The Influence Of Product 

Quality And Price On The Purchase Decision Of Yamaha Motorcycles 

At Pt. Jaya Mandiri Gema Sejati Cibinong Branch - Bogor’, Int. J. Soc. 

Sci., Vol. 2, No. 1, Pp. 1075–1080, June 2022, Doi: 

10.53625/Ijss.V2i1.2302. 

 

[5] L. Du Plessis Et Al., ‘Establishment And Lineage Dynamics Of The 

Sars- Cov-2 Epidemic In The Uk’, J. Sci., Vol. 10, P. 11, 2021. 

 

[6] A. Ariyanto Et Al., Marketing Management. 2023. [Online]. 

Available: Www.Freepik.Com 

 

[7] Tampubolon, P. Management, B. Telecommunications, And D. 

Informatics, ‘The Effect Of Job Satisfaction And 

Organizational Commitment On Turnover Intention Among 

Employees Of Pt. Bum Pmks Division’, J. Bus. Manag. J., Vol. 

16, 

No. 2, Pp. 65–80, 2020, Doi: 10.30813/Bmj. 

 

[8] Samroh Et Al., Introduction To Management. 2023.  

[9] D. M. Siregar And T. Maryati, ‘Effect Of Compensation Towards 

Turnover Intention With Work Satisfaction As Intervening Variables A 

Study At Pt. Madya Karya Putra’, Adv. Econ. Bus. Manag. Res., 2021.

 

http://www.freepik.com/


 

 

[10]
 

Y. Chen, S. Khalid Khan, N. Shiwakoti, P. Stasinopoulos, And K. 

Aghabayk, ‘Analysis Of Australian Public Acceptance Of Fully 

Automated Vehicles By Extending Technology Acceptance Model’, 

Case Studies In Transportation Policy, Vol. 14, Dec. 2023, Doi: 

10.1016/J.Cstp.2023.101072. Transp. Policy, Vol. 14, Dec. 2023, Doi: 

10.1016/J.Cstp.2023.101072. 

 

[11] Y. F. N. Pally And E. Septyarini, ‘The Influence Of Leadership 

Style, Organizational Commitment, And Work Motivation On 

Employee Job Satisfaction’, J. Manaj., 2022. 

 

[12] N. Nurhasanah, J. Jufrizen, And Z. Tupti, ‘The Influence Of Work Ethics, 

Organizational Culture, And Workload On Employee Performance With 

Job Satisfaction As An Intervening Variable’, Jesya J. Ekon. Islamic 

Economics, Vol. 5, No. 1, Pp. 245–261, Jan. 2022, Doi: 

10.36778/Jesya.V5i1.618. 

 

[13] M. B. Arifin, Adolfina, And Merinda Pandowo, ‘The Role Of Work 

Environment, Work Ability, And Individual Characteristics On 

Employee Performance At Pt. Buana Finance Tbk. Manado Branch’, 

J. Emba, 2020. 

 

[14] R. Astuti Et Al., Corporate Financial Management. 2022. 

[Online]. Available: Www.Penerbitwidina.Com 

 

[15] A. Azis, R. Eldianson, And M. T. Tampubolon, ‘Employee Welfare 

Affects Company Work Productivity In The Covid-19 Pandemic 

Era’, J. Kaji. Ekon. Bisnis Islam, Vol. 3, P. 608, 2022. 

 

[16] I. W. G. Wua, N. Noermijati, And A. Yuniarinto, ‘The Influence Of 

Organizational Culture On Employee Performance Mediated By Job 

Satisfaction And Organizational Commitment’, J. Appl. Manaj., Vol. 

20, No. 3, Sept. 2022, Doi: 10.21776/Ub.Jam.2022.020.03.07. 

 

[17] A. Damayanti And S. B. Astuti, ‘The Effect Of Green Accounting 

On Company Performance (An Empirical 

Study Of Mining And Chemical Companies Listed On The Indonesia 

Stock Exchange For The Period 2017-2020)’, Relevan, Vol. 2, No. 2, 

Pp. 116–125, 2022. 

 

[18] Ibrahim, C. Vitria Hartanti, S. Ragil Anandita, And N. Aprilia Bisari, 

‘The Effect Of Training And Career Development On Employee 

Performance At Cv. Sweet Seventeen Shoe Company’, Jpim J. 

Penelit. Ilm. Multidisipliner, Vol. 02, No. 02, Pp. 3089–0128, 2025. 

 

[19] W. A. Lestari, M. Afuan, And Bayu Pratamaazka, 'The Effect Of Career 

Development And Work Motivation On Employee Performance With 

Organizational Commitment As An Intervening Variable At The Public 

Works And Spatial Planning Agency Of West Pasaman', J. 

Educator. Soc. And Hum., 2025. 

 

[20] M. B. Amadea, M. Ariani, And J. M. Wibowo, ‘Analysis Of 

Consumer Behavior Of Mobile Coffee As A Modern

 

570             M. S. Gunawan and T. R. Purnamarini

http://www.penerbitwidina.com/


 

GE 
10 

 

 
          

Lifestyle Of The Younger Generation’, J. Econ. Bus. 

Account., 2025. 

[21] K. Chanvibol, Pongsatean Luengalongkot, Supranee Thampithak, And 

A. Anantanatorn, ‘The Relationship Between Quality Of Work Life And 

Organizational Commitment Of Cambodian Civil Servants At Ministry Of 

Economy And Finance’, Asian Adm. Manag. Rev., Vol. 3, No. 2, 2020, 

[Online]. Available: Https://Ssrn.Com/Abstract=3741856 

 

[22] I. G. Riana, R. M. Sari, And U. Putra, ‘Mediation Of Work 

Motivation In The Relationship Between Compensation And 

Organizational Commitment’, 

J. Distrib., Vol. 8, No. 1, 2020. 

 

[23] D. Romansah, ‘The Effect Of Work Environment And Career 

Development On Employee Performance At Pt Pelangi Inti Pertiwi 

Musi Banyuasin’, 2023. 

 

[24] R. Kurniawan And M. C. Rizky, ‘The Influence Of Career 

Development, Compensation, Organizational Commitment, And Job 

Satisfaction On Employee Retention At Pt Berlian Eka Sakti Tangguh 

Medan’, J. Finance And Business, 2025. 

 

[25] A. Karim, U. Fajar Makassar, And Y. Allnatsar, ‘Regional Public Water 

Company Business Plan For Sustainable Economic In Makassar City, 

Indonesia Natsar Desi’, Spec. Ugdym., 2022, [Online]. Available: 

Https://Www.Researchgate.Net/Publication/365761956 

 

[26] L. Pricilla And I. S. Octaviani, ‘The Effect Of Competence, 

Organizational Commitment, And Career Development On 

Employee Performance At Pt Bank Cimb Niaga, Tbk Temanggung 

Regency Branch’, J. Ilm. 

Management Study Program, Pamulang University, Vol. 8, No. 2, 2020, [Online]. 

Available: Http://Openjournal.Unpam.Ac.Id/Index.Php/Kreatif 

 

[27] Rivai And S. In Priansa, Human Resource Planning And 

Development. 2020. 

 

[28] J. Jufrizen And S. Pratiwi, ‘The Effect Of Organizational Climate 

On Employee Job Satisfaction With Work Ethics As A Moderating 

Variable’, J. Int. Conf. Proc., Vol. 4, No. 2, Nov. 2021, Doi: 

10.32535/Jicp.V4i2.1245. 

 

[29] M. Afuan, ‘Determination Of Job Satisfaction And Organizational 

Commitment: Distributive Justice And Interactional Justice (A 

Literature Review Of Human Resource Management)’, J. Manaj. 

Pendidik. 

And Social Sciences, Vol. 2, No. 1, 2021, Doi: 10.38035/Jmpis.V2i1. 

 

[30] R. M. Wicaksono, H. Ali, And F. Syarief, ‘Review Of Human Resource 

Management: The Effect Of Training, Work Environment, And 

Discipline On Performance And Job Satisfaction’, J. Manaj. 

Education And Social Sciences, 2022, Doi: 10.38035/Jmpis.V3i2.

 

  571The Effect of Organizational Commitment, Career Development, … 

https://ssrn.com/abstract%3D3741856
https://www.researchgate.net/publication/365761956
http://openjournal.unpam.ac.id/index.php/kreatif


 

 

[31] P. Suryani, Y. Cahyono, And B. D. Utami, ‘The Effect Of Motivation 

And Leadership Style On Work Productivity Among Employees In The 

Production Department At Pt Tuntex Garment Indonesia’, J. Ind. 

Eng. Manag. Res., 2020. 

 

[32] Dinanda, ‘The Effect Of Communication And Work Discipline 

On The Work Productivity Of Employees At Cv. Bangun Mulia 

Lestari’, Vol. 1, No. 3, 2023. 

 

[33] F. F. Salerno And A. C. G. Maçada, ‘Data-Driven Culture And 

Orchestrated Data Ecosystems: A Conceptual Model Based On The 

Resource- Based View’, Rev. Gest., Vol. 32, No. 2, Pp. 123–135, June 

2025, Doi: 10.1108/Rege-12-2024-0184. 

 

[34] Sugiyono, Methods Of Quantitative & Qualitative Research. 

Bandung: Alfabeta, 2020. 

 

[35] S. Arikunto, Basics Of Educational Evaluation. In 3. Jakarta: 

Pt. Bumi Aksara, 2021. 

 

[36] M. Sarstedt, J. F. Hair, M. Pick, B. D. Liengaard, L. Radomir, And C. M. 

Ringle, ‘Progress In Partial Least Squares Structural Equation Modeling 

Use In Marketing Research In The Last Decade’, Psychol. Mark., Vol. 

39, No. 5, Pp. 1035–1064, May 2022, Doi: 10.1002/Mar.21640. 

 

[37] D. Abdullah, ‘The Influence Of Organizational Commitment 

And Psychological Environment On Employee Work 

Productivity’, J. Innov. Manag. Account. Bus., 2022. 

 

[38] A. Fauzi, E. Sulistianingsih, K. Rahmadanti, N. A. Hanifah, S. M. Putri, 

And W. T. Nabila, ‘The Effect Of Commitment And Job Satisfaction On 

Employee Work Productivity (A Literature Review On Human Resource 

Management 

),’ J. Econ. Manaj. Sist. Inf., Vol. 3, No. 6, 2022, Doi: 10.31933/Jemsi.V3i6. 

 

[39] N. K. S. S. Natalia And I. G. S. K. Netra, ‘The Influence Of Work 

Motivation 

 

572             M. S. Gunawan and T. R. Purnamarini

On The Mediating Effect Of Development 

Career On Performance, E-J. Manaj. Univ. Udayana, Vol. 9, No. 4, P. 

1507, Apr. 2020, Doi: 10.24843/Ejmunud.2020.V09.I04.P14. 

[40] I. M. Norizka And A. Amalia, ‘The Influence Of Career 

Development On Employee Productivity At Pt Bank Syariah 

Indonesia 

Kenopan Branch’, J. Manaj. Akunt., 2024. 

 

[41] F. Azkananda, M. Veronica, And Y. Yeni, ‘Analysis Of Training 

And Career Development On Employee Productivity At The 

Communication And Information Agency Of South Sumatra 

Province’, J. Econ. Manaj. Sist. Inf., 2025, Doi: 

10.38035/Jemsi.V6i4. 

 

[42] S. Nurzella, K. S. B. Rochayata, And W. K. Widodasih, ‘The Effect 

Of Career Development And Job Satisfaction On Employee 

Productivity Mediated By Compensation At Pt Bankxyz’, Paradoks 

J. Ilmu Ekon., Vol. 8, No. 2, 2025.

 



 

GE 
10 

 

 
          

[43] H. A. Amrah And F. W. Desty, ‘The Effect Of Workload, 

Organizational Culture, And Job Satisfaction On Employee 

Productivity At Food Import Companies In West Jakarta’, J. Educ. 

And Cult. Nusant., Vol. 1, P. 2, 2023. 

 

[44] N. Afrianingsih, F. Kusumayadi, And Mulyadin, ‘The Influence Of 

Transformational Leadership And Organizational Climate On 

Employee Organizational Commitment At The Regional Disaster 

Management Agency (Bpbd) Of Bima Regency’, J. Econ. Business 

Manag. And Acc., 2025, [Online]. Available: 

Https://Jurnal.Devitara.Or.Id/Index.Php/Bisnis 

 

[45] U. Hidayati And Mulyadin, ‘The Effect Of Job Satisfaction On 

Employee Productivity At The National Disaster Management Agency 

In Bima City’, Lancah J. Inov. And Trends, Vol. 1, No. 2, Pp. 85–89, 

Nov. 2023, Doi: 10.35870/Ljit.V1i2.1617. 

 

[46] V. I. Safitri, D. Susita, And A. W. Hendaru, ‘The Effect Of Career 

Development And Job Satisfaction On Employee Organizational 

Commitment In Private Companies’, J. Business Manaj. Dan Keuang., 

Vol. 3, No. 3, 2022. 

 

[47] W. Hasyim And L. A. Jayantika, ‘The Influence Of Career 

Development, Job Satisfaction, And Organizational Commitment 

On Employee Turnover Intention In The Mm2100 Industrial Area’, 

J. Ikraith-Hum., 2021. 

 

[48] Kosasih, N. D. M. S. D. Diwyarthi, And F. Rezeki, ‘The Influence Of 

The Work Environment And Career Development On Employee 

Productivity Mediated By Job 

Satisfaction', J. Apresiasi Ekon., Vol. 11, No. 2, Pp. 367–377, 2023. 

 

  573The Effect of Organizational Commitment, Career Development, … 

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.
        The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.

https://jurnal.devitara.or.id/index.php/bisnis
http://creativecommons.org/licenses/by-nc/4.0/

	The Effect of Organizational Commitment, Career Development, and Job Satisfaction on Employee Productivity of Employees – A Conceptual Analysis



