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Abstract 

This research was carried out with the aim of determining the influence of rewards, 
organizational commitment to employee performance mediated by industrial 
relations.This study uses a quantitative method, with a sample of 100 respondents 
analyzed through the SmartPLS program and produces findings that (1) rewards 
have a direct effect on employee performance; (2) Organizational commitment has 
a direct effect on employee performance; (3) Rewards have a direct effect on 
industrial relations; (4) Organizational commitment has a direct effect on 
industrial relations; (5) Industrial relations have a direct effect on employee 
performance and (6) Industrial relations are not needed as mediation, the direct 
influence of rewards is more dominant than indirect influence, so it is also called 
partial mediation, while (7) Industrial relations have an influence as mediation, 
the direct influence of organizational commitment is not dominant, this shows that 
Industrial Relations Has a Full Mediation Role. 
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INTRODUCTION 

Every organization certainly desires a harmonious and productive bond between leaders, 

workers, and partners. This solid relationship not only helps the company in providing services 

that have benefits for the community in order to fulfill daily needs, but also contributes 

significantly to achieving the company's main goal, namely optimal profit. To support sustainability 

and growth, companies need to proactively listen to responses, criticisms, and suggestions from 

various parties, including the community, employees, and partners. This feedback becomes 

valuable evaluation material to identify deficiencies, improve processes, and develop more 

effective strategies in the coming period. Through this, the organization is able to continuously 

improve the quality of service, strengthen relationships with stakeholders, and maintain its 

competitiveness in the market (Suwarto & Japlani, 2019). News about the relationship between 

employees and companies continues to be in the spotlight in various media in Indonesia. Issues 

that often arise related to employment include various aspects, ranging from employee welfare, 

which is often measured by the amount of wages, to policies related to the contract system or 

PKWT or an abbreviation for Fixed-Term Employment Agreement. In addition, the issue of 

outsourcing and termination of employment are also frequently discussed issues. Employee 
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welfare is an important aspect and should be given more attention by company leaders. This 

welfare not only includes financial aspects, such as decent salaries and benefits, but also non-

financial aspects, such as a supportive work environment, career development opportunities, and 

a sense of security in the job. By providing comprehensive welfare, companies can create 

harmonious working relationships, increase employee motivation, and ultimately support the 

productivity and success of the company as a whole. (Gunawan et al., 2023). 

As an effort to build work discipline of employees/teachers at the Amal Usaha 

Muhammadiyah Branch of Driyorejo Gresik, several agendas are carried out, including: (1) Class 

supervision is carried out by the principal periodically every three months. The principal will then 

convey things that need to be fixed and improved to the teacher in carrying out the learning process 

as part of the follow-up to the results of the supervision. (2) Coordination meetings between 

schools with teachers and employees are routinely held once a week on Fridays. Discussions in 

this routine meeting include evaluation of teacher activities for a week, activity plans for the 

following week, and also other things that occur in the learning process. The time span for 

coordination meetings is usually 1-2 hours after students go home; (3) Morning briefings are 

carried out routinely every day before teachers carry out their respective duties. This is usually done 

to provide reinforcement or morning motivation before starting activities with a maximum 

duration of 10 minutes; (4) Discussion and evaluation of work at the end of the semester. This 

program is carried out and submitted individually to educators by the principal to convey 

performance evaluation assessments. The school provides regulations for teachers and employees 

to follow in their work. The phenomenon that occurs at the Driyorejo Branch of the 

Muhammadiyah Business Association is that there are still employees who underestimate the 

implementation of the activities carried out. Some employees still have habits where absence from 

routine school activities is considered commonplace as long as they are not tied to the activity. 

This can form a pattern of behavior where work discipline is considered unimportant. In addition, 

the lack of control or a consistent monitoring system for attendance at routine activities makes 

some people feel free to be absent without consequences. If this continues to be done, the sense 

of responsibility of teachers and employees and their teaching achievements will decrease. School 

meetings are often used to discuss teaching strategies, division of tasks, curriculum, or solving 

problems faced in the learning process. Teachers who are disciplined in attending meetings obtain 

the necessary information directly, so that they can more easily follow directions or changes that 

occur at school. This improves the teacher's ability to plan and manage classes, which has a direct 

impact on teacher achievement. Teachers' work discipline in attending meetings is closely related 

to teacher achievement, because meetings are the main means for coordination, evaluation, and 
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collaboration in schools (Holan & Connie, 2021). Teachers who are disciplined in attending 

meetings are more involved in decision-making, receive timely information, and get useful 

feedback, which can improve the quality of teaching. Conversely, absence from meetings can lead 

to a lack of clear information and direction, which negatively impacts teacher performance. 

Teachers who are disciplined in attending meetings tend to have a higher commitment to their 

work. This opinion is in accordance with the results of Adityas's (2023) study which explains that 

work discipline has a significant effect on teacher performance. Another study by Holan & Connie 

(2021) which states that work discipline has a significant effect on teacher performance. 

Meanwhile, research by Rahmani et al., (2021) explains that work discipline does not affect teacher 

performance. 

The mediator must be able to understand the existing situation, identify key issues that 

give rise to the dispute, and direct the discussion in a constructive manner so that both parties can 

find a mutually acceptable solution. This mediation process is very important in maintaining 

harmonious industrial relations and ensuring the continuation of a healthy working relationship 

between the company and employees, where both parties can respect each other's rights and 

obligations. Harmonious industrial relations have a goal of improving worker welfare which affects 

employee performance in the future (Fikriyah, 2021). This is based on research by Arnila (2021) 

which states that industrial relations affect employee performance. Meanwhile, another study 

according to Ngongo et al., (2020) stated that industrial relations do not affect employee 

performance. 

The role of the mediator in resolving industrial relations problems does not always run 

smoothly and does not always result in the expected agreement. This is because the mediator has 

the responsibility to prepare and convey written terms and recommendations that direct the 

disputing parties to reach an agreement. The mediator must ensure that the suggestions or 

solutions proposed are acceptable to all parties, but it is not uncommon for disagreements to occur 

over the terms proposed. If one party objects to or does not accept the terms given by the 

mediator, then that party is required to express their disagreement clearly and formulate a written 

agreement that describes the results of their agreement. Thus, the mediation process requires 

openness, effective communication, and commitment from all parties to resolve the dispute 

through a legitimate and accountable agreement. This also aims to create justice and avoid new 

problems in the future (Dermawan & Sarnawa, 2021). 

Based on the background explained previously, the researcher is interested in conducting 

more in-depth research on "The Influence of Rewards and Organizational Commitment on 

Employee Performance with the Mediation of Industrial Relations at PT Indospring Tbk". 
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METHODS 

This study is about the influence of Reward (X1) and Organizational Commitment (X2) on 

Employee Performance (Y) through Industrial Relations (Z) as a mediating variable at PT 

Indospring Tbk. Quantitative research is described as a technique based on positivist theory. This 

method is applied to evaluate large populations or samples, collect data using research instruments, 

and analyze data using quantitative or statistical techniques, and draw conclusions based on 

previously formed hypotheses (Sugiyono, 2021: 15). 

RESULTS AND DISCUSSION 

Rewards on Employee Performance 

The Influence of Rewards on Employee Performance The results of the Original sample 

0.314 are positive because they are above zero and below one, the t-statistic value is greater than 

the t table (t stat> 1.960) which is 2.348 and the P-Values value is 0.019 less than 0.05 so that it is 

stated that Rewards have a significant influence on Employee Performance, meaning that the 

better the Rewards will have a significant effect on the better Employee Performance. These results 

indicate that the hypothesis is accepted 

Organizational Commitment to Employee Performance 

The influence of Organizational Commitment to Employee Performance produced an 

original sample value of 0.345 with a positive value because it is above zero and below one, T 

statistic 1.980 the results indicate the t statistic value is greater than the t table (t stat> 1.980) and 

P-values of 0.048 the value is less than 0.05 so that it is stated that Organizational Commitment) 

has a positive and significant influence on Employee Performance, meaning that the better the 

Organizational Commitment will have a significant effect on the better Employee Performance. 

These results indicate that the hypothesis is accepted. 

Reward on Industrial Relations 

The influence of Reward on Industrial Relations obtained the Original value of 0.513 which 

is positive because it is above zero and below one, the t statistic value of 4.069 is greater than the 

t table (t stat> 1.960) and the P-values of 0.000 are less than 0.05 so that it is stated that Reward 

has a positive and significant influence on Industrial Relations, meaning that the better the Reward 

will have a significant effect on the better Industrial Relations. These results indicate that the 

hypothesis is accepted. The results of the Reward Variable Respondents above, obtained a total 

mean result of 4.11 with the agree category, while for the mean of each indicator it is divided into 

the lowest average of 3.91 with the criteria agree that Employees are satisfied with the variations 

with existing benefits. While the highest average is 4.46 with the criteria strongly agree that. PT. 

Indospring Tbk provides basic salary received routinely every month. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Dias Pipit Chusairy, et al 

The Effect of Organizational Rewards and Commitment ... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       454 
https://doi.org/10.24256/kharaj.v6i3.6430   

Organizational Commitment to Industrial Relations 

The influence of Organizational Commitment to Industrial Relations obtained the Original 

sample value of 0.402 which is positive because the value is above zero and below one, the T 

statistic value of 3.103 is greater than the t table (t stat> 1.960) and the P-Values of 0.002 are less 

than 0.05 so that it is stated that Organizational Commitment has a positive and significant 

influence on Industrial Relations, meaning that the better the Organizational Commitment will 

have a significant effect on the better Industrial Relations. These results indicate that the 

hypothesis is accepted. The results of the Respondents of the Organizational Commitment 

Variable above, obtained a total mean of 4.16 with the criteria of agreeing while for the mean of 

each indicator is divided into the lowest average of 4.03 with the criteria of agreeing that Employees 

find it difficult to find other similar jobs. while the highest average is 4.27 with the criteria of 

strongly agreeing that Employees believe that this company has provided many benefits. 

Industrial Relations on Employee Performance 

The influence of Industrial Relations on Employee Performance obtained the results of the 

Original sample 0.327 with a positive value because the value is above zero and below one, the T 

statistic value of 2.812 is greater than the t table (t stat> 1.960) and P-Values of 0.005 are less than 

0.05. So it is stated that Industrial Relations have a significant influence on Employee Performance, 

meaning that the better the Industrial Relations will have a significant effect on the better 

Employee Performance. These results indicate that the hypothesis is accepted. The results of the 

Respondents of the Industrial Relations Variable above, obtained a total mean of 4.22 with the 

criteria of strongly agreeing while for the mean of each indicator is divided into the lowest average 

of 4.14 with the criteria of agreeing that Employees are given clear and easy access to information 

and the Company complies with applicable laws and regulations. While the highest average is 4.29 

with the criteria of strongly agreeing that There is a communication channel between employees 

and unions and the Company has clear procedures for handling problems. 

Industrial Relations on Employee Performance 

The influence of Industrial Relations on Employee Performance obtained the results of the 

Original sample 0.327 with a positive value because the value is above zero and below one, the T 

statistic value of 2.812 is greater than the t table (t stat> 1.960) and the P-Values of 0.005 are less 

than 0.05. So it is stated that Industrial Relations has a significant influence on Employee 

Performance, meaning that the better the Industrial Relations will have a significant effect on the 

better Employee Performance. These results indicate that the hypothesis is accepted. The results 

of the Respondents of the Industrial Relations Variable above, obtained a total mean of 4.22 with 

the criteria of strongly agreeing while for the mean of each indicator is divided into the lowest 
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average of 4.14 with the criteria of agreeing that Employees are given clear and easy access to 

information and the Company complies with applicable laws and regulations. While the highest 

average is 4.29 with the criteria of strongly agreeing that There is a communication channel 

between employees and unions and the Company has clear procedures for handling problems. 

Organizational Commitment to Employee Performance as a Mediator of Industrial 

Relations 

The effect of Organizational Commitment to Employee Performance through Industrial 

Relations obtained the results of Originalsample 0.131 with a positive value because the value is 

above zero and below one, the T statistic value is 2.146 and the P-values are 0.032. Based on these 

results, the T statistic value is greater than the t table (t start> 1.960), and the P-values are less than 

0.05, so there is a positive and significant influence. So it is stated that Organizational Commitment 

has a positive and significant influence on Employee Performance through Industrial Relations. 

These results indicate that the hypothesis is accepted. And seen from the direct hypothesis test, T 

statistic = 1.980 < From the indirect test T statistic 2.146, industrial relations have an influence as 

a mediator. This means that employee performance can increase if mediation is carried out through 

industrial relations. 

CONCLUSION  

Based on the analysis, data processing, and discussion of the research results that have been 

described previously, the researcher can draw the following conclusions: 

1. Rewards have a direct effect on employee performance at PT Indospring Tbk. PT. 

Indospring continues to maintain and innovate in improving performance, there 

needs to be a breakthrough in other non-physical benefits. 

2. Organizational commitment has a direct effect on employee performance at PT 

Indospring Tbk. Employees find it difficult to find other similar jobs. Employees of 

PT. Indospring feel comfortable working at the company because they have been 

considered in employee rights through the company's commitment, so that 

employees do not want to work elsewhere. 

3. Rewards have a direct effect on industrial relations at PT Indospring Tbk. 

Employees are satisfied with the variety of existing benefits. 

4. Organizational commitment has a direct effect on industrial relations at PT 

Indospring Tbk. Employees believe that this company has provided many benefits. 

The presence of PT Indospring Tbk has a beneficial impact, this is evidenced by the 

harmony between the union and the company. 
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5. Industrial relations have a direct effect on employee performance at PT Indospring 

Tbk. That There is a communication channel between employees and the union and 

the Company has a clear procedure for handling problems PT Indospring Tbk has 

an obligation to conduct collective bargaining on company regulations through 

negotiations on the Joint Work Agreement. 

6. Rewards have an indirect effect on employee performance with industrial relations 

as a mediating variable at PT Indospring Tbk. PT Indospring Tbk must really pay 

attention to giving rewards to employees objectively and based on employee 

performance. 

7. Organizational commitment has an indirect effect on employee performance with 

industrial relations as a mediating variable at PT Indospring Tbk Industrial relations 

as a Full mediation that has a very important role and must always be maintained so 

that there are no problems with employees. PT Indospring Tbk always prioritizes 

the principle of deliberation and consensus in every problem resolution. 

 

REFERENCE 

Abdullah, & Soelistya, D. (2022). The Importance of Organizational Commitment as a Mediation 

in Improving the Performance of Specialist Doctors : The Effect of Transformational 

Leadership and Work Discipline. 5214–5229. 

Adityarini, C. (2022). Pengaruh Reward Dan Punishment Terhadap Kinerja Karyawan. 1(6), 1430–

1439. 

Afandi. (2018). Manajemen Sumber Daya Manusia (Teori, Konsep, dan Indikator). Nusa Media. 

Aini, A. N. (2020). Analisis Kinerja Karyawan Dilihat Dari Pemberian Reward Melalui Kepuasan 

Kerja Pada Karyawan Pt. Hanarida Tirta Birawa Sidoarjo. 8, 323–331. 

Akrom, M. (2020). Pengaruh Kompensasi, Komitmen Organisasional Terhadap Turnover 

Intention Dengan Kepuasan Kerja Sebagai Variabel Mediasi (Studi Empiris Pada CV. 

Putra Tama Jaya ). Universitas Muhammadiyah Magelang. 

Alam, A. S. (2020). Pengaruh Budaya Organisasi, Komitmen Organisasi, Dan Gaya 

Kepemimpinan Terhadap Kinerja Pegawai. 

Alhasani, I. S., Suswati, E., & Wahyono, G. B. (2021). Pengaruh Kompetensi Dan Komitmen 

Organisasi Terhadap Kinerja Pegawai Melalui Organizational Citizenship Behaviour 

(OCB) Sebagai Mediasi. Jurnal Sosial Dan Teknologi (SOSTECH), 1(9), 106–120. 

Amiruddin, R., Abdullah, M. R., & Noor Bakri, A. (2025). The Influence of e-WOM, Fashion 

Trends, and Income on the Consumption Style of the Muslim Community in Palopo City: 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al-Kharaj: Journal of Islamic Economic and Business 
Volume 6 (3), 2024: 450 - 462 
P-ISSN: 2686-262X; E-ISSN: 2685-9300 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       457 
https://doi.org/10.24256/kharaj.v6i3.6430   

A Quantitative Analysis. El-Qist: Journal of Islamic Economics and Business (JIEB), 14(2), 

185–205. https://doi.org/10.15642/elqist.2024.14.2.185-204 

Ansory, H. A. F. (2018). Manajemen Sumber Daya Manusia. Indomedia Pustaka. 

Apsari, M. (2021). Pengaruh Reward Dan Punishment Terhadap Kinerja Karyawan Bank Syariah 

Indonesia Kc Palangka Raya 1. 

Arikunto, S. (2020). Prosedur Penelitian : Suatu Pendekatan Praktek. Rineka Cipta. 

Arnila, H. P. (2021). Pengaruh Manajemen Hubungan Industrial Terhadap Kinerja Karyawan 

Kantor Pusat Pt. Pos Indonesia (Persero) (Suatu Kasus Pada Anggota Serikat Pekerja Pos 

Indonesia Kuat Bermartabat). 

Arno, A., & Mujahidin, M. (2024). Enhancing Zakat Management: The Role of Monitoring and 

Evaluation in the Amil Zakat Agency. Jurnal Economia, 20(3), 397-418. 

doi:https://doi.org/10.21831/economia.v20i3.53521 

Ashari, L. B. (2019). Pengaruh Kompensasi Dan Budaya Organisasi Terhadap Kinerja Karyawan 

Melalui Motivasi Sebagai Variabel Intervening Pada Pg Kebon Agung. 4(September), 194–

209. 

Astarina, I., Fitrio, T., Hapsila, A., Supriyadi, A., & Cahyono, D. (2022). The Role of Training in 

Mediating The Effect of Competence, Compensation on Employee Performance. 

14(2020), 132–147. https://doi.org/Doi:10.21831/Economia.V18i1.42881 

Astuti, W. S., Sjahruddin, H., & Purnomo, S. (2018). Pengaruh Reward dan Punishment Terhadap 

Kinerja Karyawan Pada PT BPR Hasamitra Makassar. Jurnal Organisasi Dan Manajemen, 

1. 

Badrianto, Y., & Astuti, D. (2023). Peran Kepuasan kerja sebagai Mediasi pada Pengaruh 

Komitmen Organisasi terhadap Kinerja Karyawan. 6(1), 841–848. 

Burhannudin, Zainul, M., & Harlie, M. (2019). Pengaruh Disiplin Kerja, Lingkungan Kerja, dan 

Komitmen Organisasional terhadap Kinerja Karyawan: Studi pada Rumah Sakit Islam 

Banjarmasin. Jurnal Maksipreneur: Manajemen, Koperasi, Dan Entrepreneurship, 8(2), 

191. https://doi.org/10.30588/jmp.v8i2.425 

Busro, M. (2018). Teori-Teori Manajemen Sumber Daya Manusia. Jakarta: Prenadameidia Group. 

Darmadi. (2018). Manajemen Sumber Daya Manusia. CV Budi Utama. 

Dermawan, F. A., & Sarnawa, B. (2021). Peran Dinas Tenaga Kerja dalam Proses Mediasi 

Penyelesaian Permasalahan Hubungan Industrial. 2, 272–287. 

Djoko Soelistya,Dkk (2021). Kinerja  Karyawan Perusahaan Briket Batubara: Penghargaan dan  

Hukuman 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Dias Pipit Chusairy, et al 

The Effect of Organizational Rewards and Commitment ... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       458 
https://doi.org/10.24256/kharaj.v6i3.6430   

Fikriyah, K. (2021). Peran Mediator Dalam Penyelesaian Perselisihan Hubungan Industrial Di 

Masa Pandemi Covid-19 (Studi Kasus : Dinas Tenaga Kerja Kabupaten Gresik). 1(8). 

Fiqran, M., Mujahidin, M., Bakri, A. N., & Abdulrahman, A. J. A. (2024). Motivation for Waqf in 

Millennials and Generation Z: Highlighting Religiosity, Literacy and Accessibility. 

IKONOMIKA, 9(2), 309-332. 

Firdaus, M. A., & Yudhawati, D. (2018). Perspektif Atas Praktek Hubungan Industrial di Wilayah 

Bogor. 

Fudzah, N., Bahri, S., & Khairani, L. (2020). Pengaruh Komunikasi dan Lingkungan Kerja 

Terhadap Kinerja Pegawai dengan Motivasi Sebagai Variabel Intervening pada PT Pos 

Indonesia Kantor Regional I Medan. 

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

Program SmartPLS 3.0 (Edisi 2). Badan Penerbit. 

Gunawan, A., Sopandi, E., Salsabila, M., Pangestu, M. I., Rachmah, & Assifah. (2023). Pengaruh 

Reward Dan Punishment Terhadap Kinerja Karyawan PT. Bintang Toedjoe Cikarang. 

11(1), 1–9. 

Hanif, M., & Harmen, H. (2021). Pengaruh Kepemimpinan Etis Dan Komitmen Organisasional 

Terhadap Hubungan Industrial Yang Dimediasi Dari Suara Karyawan Pada Karyawan PT 

Pegadaian (Persero) Kantor Pegadaian Syariah Area Banda Aceh. 6(4), 66–80. 

Hasibuan, M. (2017). Manajemen Sumber Daya Manusia. Bumi Aksara. 

Irham, F. (2020). Manajemen Sumber Daya Manusia Teori dan Aplikasi (Cetakan 1). CV Alfabeta. 

Ishak, I., Putri, Q. A. R., & Sarijuddin, P. (2024). Halal Product Assurance at Traditional Markets 

in Luwu Raya Based on Halal Supply Chain Traceability. Amwaluna: Jurnal Ekonomi dan 

Keuangan Syariah, 8(2), 224-240. 

Julindrastuti, D., & Karyadi, I. (2023). Komitmen Organisasi Sebagai Variabel Pemediasi Pengaruh 

Kepuasan Kerja Terhadap Kinerja Karyawan. 19(April), 50–58. 

K, A. ., Astuti, A. R. T. ., & ., Mujahidin. (2024). The Impact of Word of Mouth and Customer 

Satisfaction on Purchase Decisions: The Role of Maslahah as an Intervening Variable in 

the Cosmetic Products Industry in Indonesia. Journal of Ecohumanism, 3(7), 1525–1540. 

https://doi.org/10.62754/joe.v3i7.4307 

Kadarisman, M. (2021). Manajemen Kompensasi. Rajawali Pers. 

Kosasih, M. F., & Hasan, H. (2024). Pengaruh Komunikasi Interpersonal Dan Komitmen 

Organisasi Terhadap Kinerja Karyawan Dengan Kepuasan Kerja Sebagai Variabel Mediasi 

Pada PT. Anugrah Tanjung Medan. 18(1), 231–248. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al-Kharaj: Journal of Islamic Economic and Business 
Volume 6 (3), 2024: 450 - 462 
P-ISSN: 2686-262X; E-ISSN: 2685-9300 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       459 
https://doi.org/10.24256/kharaj.v6i3.6430   

Lusiana, F. H. (2020). Pengaruh Komitmen Organisasional Dan Kepuasan Kerja. 4(1), 1–13. 

https://doi.org/10.31602/atd.v4i1.1874 

Majid, N. H. A., Omar, A. M., & Busry, L. H., Mujahidin Reviving Waqf In Higher Education 

Institutions: A Comparative Review Of Selected Countries. European Proceedings of 

Social and Behavioural Sciences. 

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan. Remaja Rosdakarya. 

Mangkunegara, A. P. (2021). Manajemen Sumber Daya Manusia Perusahaan. Remaja Rosdakarya. 

Marindra, M. P., Kharismasyah, A. Y., Suyoto, & Zamakhsyari, L. (2024). Pengaruh Motivasi Kerja 

Dan Organizational Citizenship Behavior (OCB) Terhadap Kinerja Karyawan Dengan 

Reward Sebagai Variabel Mediasi. 18(1), 138–150. 

Marselina, R. D., Nugraha, H., Jamalludin, D., Trisafitri, R., & Maharani, W. A. (2024). 

Membangun Hubungan Industrial Dalam Mencapai Keharmonisan Antara Pegawai 

Dengan Manajemen Di CV SWADAYA TEKSTIL. 2(1), 140–146. 

Marselina, R. D., Nurhidayah, D., & Nasution, M. A. (2024). Membangun Peran Serta Hubungan 

Industrial PT . Karya Cahya Anue Dengan Para Pegawai Untuk Mencapai Tujuan Yang 

Sama. 2(1), 101–107. 

Meilany, R., Fasiha, F., & Moalla, M. (2025). The Role of Interest as a Mediator in The Relationship 

of Knowledge and Islamic Financial Inclusion to The Loyalty Costumers of Non-Muslim. 

IKONOMIKA, 10(1), 1-24. 

Mujahidin, M., Imran, M., Sapa, N., Fasiha, F., Aisya, S., & Trimulato, T. (2025). Challenge of 

Waqf to the Social and Economic Welfare of Muslim Communities: A Comparative 

Analysis Between Countries. Jurnal Ilmiah Mizani: Wacana Hukum, Ekonomi Dan 

Keagamaan, 12(1), 168-184. doi:http://dx.doi.org/10.29300/mzn.v12i1.7765 

Mujahidin, Rahmadani, N., & Putri, Q. A. R. (2024). Analysis of the Influence of Religiosity Values 

In Reducing Consumptive Behavior in Indonesian Muslim Consumers. Amwaluna: Jurnal 

Ekonomi dan Keuangan Syariah, 8(2), 253-274. 

Musyarofah, A., Gunistiyo, & Jalil, M. (2021). Peningkatan Kinerja Pegawai Melalui Kualitas 

Kehidupan Kerja dan Kepuasan Kerja Sebagai Mediator Reward dan Kepemimpinan 

Spiritual. 1(2), 211–223. 

Nafisa, N. (2020). Pemeliharaan Hubungan Industrial yang Harmonis untuk Menjamin 

Kesejahteraan Karyawan. Jurnal Ilmiah Studi Islam, 20, 106–125. 

Ngongo, A. T., Suryani, N. N., & Widyawati, S. R. (2020). Pengaruh Hubungan Industrial 

Terhadap Kinerja Karyawan Yang Di Mediasi Oleh Kepemimpinan Visioner Pada Cellular 

World Di Denpasar. 1–14. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Dias Pipit Chusairy, et al 

The Effect of Organizational Rewards and Commitment ... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       460 
https://doi.org/10.24256/kharaj.v6i3.6430   

Nugrahaningsih, R., Setyadi, D., Mintarti, S., Rochaida, E., Suharto, R. B., Faturrahman, & 

Awaluddin, M. (2021). Effect Of Organizational Commitment And Employee 

Empowerment And Reward And Punishment Of Motivation Bpjs Services And 

Performance Of Employees In Hospital Abdul Wahab Sjahranie Samarinda, Indonesia. 

Turkish Journal of Computer and Mathematics Education, 12(13) 

Nwankwo, E. C., Nkechi, O. A., & Adanso, O. C. (2023). Effect of Industrial Relations Practices 

on the Productivity of the Public Sector in Nigeria. International Journal Of Advanced 

Multidisciplinary Research Study, 3(2), 217–224. 

Pertiwi, M. R. (2021). Pengaruh Reward, Komitmen Organisasi, Dan Kepuasan Kerja Terhadap 

Job Performa Pegawai Bank Jatim Cabang Waru Sidoarjo. 

Pranata, J., Arief, M. Y., & Wiryaningtyas, D. P. (2022). Pengaruh Reward And Punishment, Dan 

Budaya Kerja Terhadap Kinerja Aparatur Sipil Negara Melalui Komitmen Organisasi 

Sebagai Variabel Intervening (Studi Pada Kecamatan Mangaran, Panji, Dan Situbondo). 

1(1), 34–49. 

Prasetiyo, J., Ratnasari, S. L., & Hakim, L. (2020). Analisis Gaya Kepemimpinan, Komitmen 

Organisasional, Budaya Organisasi, Dan Lingkungan Kerja Terhadap Kepuasan Kerja 

Karyawan. 9(2), 186–201. 

Priansa, D. J. (2017). Perilaku Konsumen dalam Bisnis Kontemporer. Alfabeta. 

Priansa, D. J. (2018). Perencanaan & Pengembangan SDM. Alfabeta. 

Putra, O. A., & Wediyanto, E. (2023). The Effect of Rewards and Punishment on Employee 

Performance of PT Bank Rakyat Indonesia Tbk. Bengkulu Branch Office. 99–110. 

Rachmawan, P. T., & Aryani, D. N. (2020). Kepemimpinan Spiritual dan Reward Terhadap Kinerja 

Pegawai Melalui Kualitas Kehidupan Kerja Dan Kepuasan Kerja sebagai Variabel 

Intervening. Jurnal Ilmiah Manajemen Dan Bisnis, 21(2), 136–148. 

Rahadi, D. R. (2021). Hubungan industrial : Konsep dan Teori. CV Lentera Ilmu Madani. 

Ramadandi, M. (2021). Pengaruh Komitmen Organisasi Dan Reward Terhadap Kinerja Karyawan 

Pada PT. Waletindo Setia Persada Pekanbaru. 

Ratnaningsih, D. S. (2021). Pengaruh Kepuasan Kerja, Stres Kerja, dan Komitmen Organisasional 

terhadap Turnover Intention. Jurnal Ilmu Manajemen, 9(3), 1267–1278. 

https://doi.org/10.26740/jim.v9n3.p1267-1278 

Rivai, V. (2017). Manajemen Sumber Daya Manusia Perusahaan Dari Teori Praktik. Grafindo 

Persada. 

Rivai, V. (2020). Manajemen Sumber Daya Manusia untuk Perusahaan dari Teori ke Praktek 

(Cetakan Pe). Murai Kencana. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al-Kharaj: Journal of Islamic Economic and Business 
Volume 6 (3), 2024: 450 - 462 
P-ISSN: 2686-262X; E-ISSN: 2685-9300 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       461 
https://doi.org/10.24256/kharaj.v6i3.6430   

Rohiyah, Sunaryo, H., & Rizal, M. (2020). Pengaruh Gaya Kepemimpinan Reward, Lingkungan 

Kerja Dan Komitmen Organisasi Terhadap Kinerja Karyawan Di Bkd Malang. 32–46. 

Rostandi, R. M., & Senen, S. H. (2021). Pengaruh Kepuasan Kerja dan Reward System terhadap 

Turnover Intention. Jurnal Ilmu Manajemen Dan Bisnis, 12(2), 147–154. 

Sapsuha, M. U., Alwi, Z., Sakka, A. R., & Al-Ayyubi, M. S. (2024). Review of Gold Trading 

Practices on Credit (non-Cash) Based on Hadith. Al-Kharaj: Journal of Islamic Economic 

and Business, 6(3). 

Savitri, D. R. (2020). Pengaruh Hubungan Industrial Dan Peran Serikat Pekerja Terhadap 

Kesejahteraan Karyawan Kontrak Pada PT. Sari Lembah Subur Kecamatan Pangkalan 

Lesung Kabupaten Pelalawan Riau. 7, 1–14. 

Sedarmayanti. (2019). Sumber Daya Manusia : Reformasi Birokrasi dan Manajemen Pegawai 

Negeri Sipil Edisi Revisi. Refika Aditama. 

Setiawan, M. A., & Mardiana, R. N. (2023). The Effect Of Motivation And Reward System On 

Employee Performance With Commitment As A Mediation Variable. International Journal 

of Science, Technology & Management. 

Sihombing & Batoebara. (2019). Strategi Peningkatan Kinerja Karyawan Dalam Pencapaian 

Tujuan Perusahaan di CV Multi Baja Medan. Jurnal Publik Reform, 1–16. 

Sinambela, L. P. (2021). Metodologi Penelitian Kuantitatif (Teori dan Praktik). Rajawali Pers. 

Stephen, R., & Judge, T. A. (2018). Perilaku Organisasi (Edisi 7). Salemba Empat. 

Sudirman, M. B., Soelistya, D., & Desembrianita, E. (2023). The Influence Of Workload And 

Career Development On Employee Turnover Intention With Organizational 

Commitment As An Intervening Variabel At Pt. Xxx Gresik. SENTRI : Jurnal Riset 

Ilmiah, 2(8), 3387–3399. 

Sugiyono. (2021). Metode Penelitian Kuantitatif Kualitatif dan R&D (M. \Dr. Ir. Sutopo, S.Pd) 

(edisi ke d). 

Sugiyono. (2022). Metode Penelitian Kuantitatif, Kualitatif, dan R&D (E. Regular (ed.)). Alfabeta. 

Susanti, F., & Aesah, S. (2022). Pengaruh Disiplin Kerja Terhadap Kinerja Karyawan Dengan 

Intervening Pada PT Rakha Gustiawan. 2, 2–5. 

Sutrisno, E. (2019). Manajemen Sumber Daya Manusia (Edisi Ke s). Media Group. 

Suwarto, & Japlani, A. (2019). Pengaruh Reward Dan Komitmen Organisasi Terhadap Kinerja 

Karyawan Pada PT. Great Giant Pineapple. 13(2). 

Syaputra, D. (2017). Pengaruh Reward (Penghargaan) dan Punishment (Sanksi) Terhadap 

Produktivitas Kerja Karyawan PT. Kereta Api Indonesia (Persero) Divisi Regional 11 

Sumatera Barat. Jurnal Manajemen Dan Kewirausahaan, 8(1), 1–14. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Dias Pipit Chusairy, et al 

The Effect of Organizational Rewards and Commitment ... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       462 
https://doi.org/10.24256/kharaj.v6i3.6430   

Wati, E. S., Sarwoko, E., & Yuniarianto, A. (2020). Budaya Organisasi Sebagai Mediasi Hubungan 

Kepemimpinan dan Kinerja Karyawan. 7(1). 

Wulandari, S., Irfan, A., Zakaria, N. B., & Mujahidin. (2024). Survey Study on Fraud Prevention 

Disclosure Measurement at State Islamic Universities in Indonesia. IQTISHODUNA: 

Jurnal Ekonomi Islam, 13(1), 327–348. https://doi.org/10.54471/iqtishoduna.v13i1.2305 

Yulianto, B. (2020). Perilaku Pengguna APD sebagai Alternatif Meningkatkan Kinerja Karyawan 

yang Terpapar Bising Intensitas Tinggi. Scopindo Media Pustaka. 

Yusuf, R. M., & Syarif, D. (2018). Komitmen Organisasi. In Makassar: Nas Media Pustaka 

(Cetakan Pe). Penerbit Mas Media Pustaka. 

Zakaria, M. (2023). Pengaruh Budaya Organisasi Dan Lingkungan Kerja Terhadap Motivasi Kerja 

Serta Dampaknya Pada Kinerja Pegawai Kantor Samsat Wilayah Palembang III. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj

