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Abstract: This study investigates the relationship between work environment, 
motivation, and incentives with employee job satisfaction in a vehicle title 
company. The aim is to find out how these three factors, both individually and 
together, affect job satisfaction (simultaneously). This research is causal 
associative and uses quantitative methodology. A total of 196 employees of a 
vehicle title company were included in the sample, and they were all given the 
opportunity to take part. Data were collected using a validated and reliable 
questionnaire. The method used was multiple linear regression, and the tool 
used was SPSS 26. Motivation, incentives, and work environment have a 
significant positive effect on job satisfaction both individually and jointly, 
according to the significant values of the T test and F test.   
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1. Introduction 

In the era of industry 4.0, both the production of products or services and their supporting 

components are moving fast. Supporting components are moving quickly. VUCA which 

in Indonesian is volatility, uncertainty, complexity, and ambiguity. Because of this, many 

businesses feel pressured to react to changes in the business environment. As a result, it 

requires source resources that are large for these changes, including financial resources to 

support company operations and human resources, which need to be trained to adapt to 

the new business environment. Human resources are the most important resource in the 

company (HR), responsible for directing day-to-day operations. Workers find it difficult 
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to make adjustments that will decrease motivation and impact work unhappiness due to 

the high speed of change in the 4.0 era. 

According to research [1] and [2], people leave their jobs because their expectations are 

not met, including those related to unfair pay, unmet workplace needs, uncomfortable 

working conditions, and lack of support for tasks. Another factor is a sense of discomfort 

that causes someone to leave their job [3]. 

If an employee leaves the organization, the business will look for a replacement, using 

the time and money of the business to select prospects and provide training. Knowledge 

of company information by a departing employee makes him or her highly vulnerable to 

the leakage of sensitive information of a business. 

According to research [4] the level of job satisfaction of a worker affects the level of job 

satisfaction. Affect whether he will leave his position or not. According to the findings of 

this study, workers will consider increasing turnover if they are dissatisfied with their 

jobs. The experience people have when working in an atmosphere related to how much 

they can contribute and be valued in the company, according [5], is what leads to job 

satisfaction. Job satisfaction can be measured by using. 

The approach was proposed [6], a psychologist and scientist who developed the 2-factor 

theory. 

The 2-factor theory is a hypothesis that states that there are 2 identifiable elements in the 

workplace that impact worker satisfaction and dissatisfaction. The components of job 

satisfaction consist of development, responsibility, success, prospects for advancement, 

recognition and feeling needed by the company. Among the elements that lead to job 

dissatisfaction are working conditions, salary, business rules, relationships with co-

workers, supervision, and relationships with superiors in the organization. 

Elements of job satisfaction that can be referred to as intrinsic variables and are found in 

the motivation of each employee, if these factors are not met, it will lead to a loss of job 

satisfaction and will reduce employee performance. 

Hygiene elements that can be referred to as extrinsic variables that make workers have a 

poor level of job satisfaction if this factor is not satisfied, if hygiene factors can be met by 

the organization, employees will not have dissatisfaction even though they cannot 

provide job satisfaction. 

When individuals are driven, they act on their own accord (Weiner 1990). A worker with 

motivation to meet basic needs will have the behavior of carrying out assigned tasks 

without worrying about how his colleagues act, while employees who have motivation 

for self-esteem will consider how much contribution and things can be offered to the 

company's organization according to the field he is engaged in so that he can be 

considered an "important person" in a company [7]. 

Everything that surrounds employees in the workplace has the potential to make it 

difficult for employees to carry out their responsibilities [8]. A hostile work environment 

can make employees feel uncomfortable and negatively impact their performance, while 

a positive work environment can motivate employees to complete their tasks effectively. 
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From the above discussion, it is clear that different studies have reached different results 

on the factors that influence job satisfaction. Therefore, the authors aimed to investigate 

how organizational factors affect individuals' satisfaction with their jobs. Employees of a 

vehicle title company are the participants of this study. Because it has three divisions, 

namely four-wheeled vehicle registration services, four-wheeled vehicle delivery, and 

four-wheeled vehicle body repair. The company was chosen because the effects of the 

pandemic are slowing down so that car sales will increase and could increase their 

workload during the 2-year decline in car sales. 

In addition, as mentioned in the Minister of Home Affairs' Regulation number 50 and 51 

of 2022, the epidemic that was spreading in the motherland is slowly recovering, and the 

government suspended the implementation of PPKM restrictions. Prior to the removal of 

PPKM, Indonesia's GDP has been increasing nicely since July 2021, showing that the 

country's economy is still functioning despite limitations. The automotive sector alone 

saw a decline of 19.86% during 2020 due to the pandemic and has increased by 17.82% 

in 2021. Car sales have been on an upward trend since July 2020 as seen in the following 

table. 

 
Figure 1. 1 Graph of Car Sales in Indonesia (Source: Gaikindo) 

The following is the sales table for 2022 

 

 
Table 1.2 Total sales of vehicle registration service companies 2022 

 

 

Based on the graph above, it can be seen that throughout 2022 the vehicle letter 

processing division has processed 48,301 vehicle letters in all branches in Indonesia or 

4.61% of total car sales in 2022. Meanwhile, the body repair division has total sales of 

2,730 sales and the car shipping division has totaled 

4,532 sales. The large number of cars handled by this company after the outbreak will 

certainly increase the tasks to be performed by its staff. 

As for some symptoms of problems related to job satisfaction in the company that are 

collected based on interviews with company management and employees based on 

staffing are as follows: 
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There are complaints from employees about the number of tasks that must be completed 

until midnight. Employees began to feel that relationships with fellow employees were 

not going so well. 

Management finds employees difficult to contact. The author sees in terms of motivation, 

incentives, and the work environment offered as elements that influence workers in 

overcoming workload. So, the researcher proposes to carry out a study entitled "The 

Effect of Motivation, Work Environment, and Incentives, on Employee Job Satisfaction 

of Vehicle Certificate Management Services Company". 

2.    Literature 

2.1 Definition of Human Resources 

Human resources, according [9], are all company personnel who possess the skills 
needed to perform specific tasks and jobs. This explanation leads to the conclusion 
that every employee of the company is a resource that has the skills needed to 
perform the responsibilities of the position. 

[10] asserts that human resources have an important role in determining the 
performance and success of an organization because the individuals who make up an 
organization have the capacity and skills that can help the organization in achieving 
its goals. The most important resource for a company, according [11], is human 
resources because they have the ability to influence the efficiency and success of the 
company. 

2.2 Motivation 

[12] asserts that motivation is the source that triggers individuals to interact with 
their environment and direct their behavior. Herzberg (1959) explains the 2-factor 
theory of job satisfaction. In this theory, it is known that job satisfaction is 
influenced by 2 factors, namely motivational factors and hygiene factors. 
Motivational factors are intrinsic factors that can increase job satisfaction and 
motivate employees to work better and achieve higher achievements. Motivational 
factors according to Herzberg include: 

1. Achievements 

Employees feel encouraged to achieve objectively measured achievement targets, 
such as achieving work goals, improving performance, and achieving quality 
standards. 

2. Development 

Employees feel encouraged to develop themselves and improve their work skills 
through training, education and career development opportunities. 

3. Responsibility 

Employees feel encouraged to take responsibility for their work and be in control 
of their actions, so they feel autonomy at work. 

From the theory put forward by Herzberg, it can be concluded that motivation 
will arise from within the employee himself and can be driven by non-physical 
factors that allow employees to develop and feel that they are considered 
important in the company. 
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2.3 Definition of Incentives 

Incentives according to KBBI are additional compensation above the monthly salary 
given for employees' hard work in business. Incentives given to boost employee 
morale for working hard to achieve business goals. 

[13]: According to Vroom, incentives are aspects that change human expectations 
about what they will get in return for an action. In addition, according [14], 
incentives are gifts or recognition from the company to employees for their work 
performance. this incentive can be in the form of cash or non-financial. 

According to the explanation above, it can be concluded that incentives are given by 
the company to employees for work that has been completed outside of the basic 
salary and have an amount that can change according to employee performance and 
has the aim of motivating employees to improve their performance. 

2.4 Work Environment 

The workplace is seen as a vital support system for businesses. The work 
environment affects the employees who carry out these tasks, although it has no 
direct effect on the company's production processes. Workers spend their working 
time in their workplace, sometimes known as their workplace. 

Employees can feel safe and comfortable in a good working environment, which can 
help their ability to complete tasks well. This will have a huge impact on employees' 
sense of security and comfort. An employee will feel comfortable if their workplace 
is attractive; however, if the environment is unpleasant and does not support their 
tasks, it can adversely affect their performance. 

The definition of the work environment given [15] is everything that is around 
employees and that can affect them in carrying out their assigned tasks, for example 
the need for air conditioning, lighting, sound, and others. Meanwhile, [16] argues 
that workplace tools and methods affect individuals and society. 

Based on this description, it can be concluded that the work environment includes all 
elements in the workplace, including machines such as air conditioning, lighting, and 
noise that can affect individual or group performance. 

2.5 Job Satisfaction 

According [17], people's responses to their feelings about their job indicate their 
level of job satisfaction. According to Luthans, a person's level of job satisfaction 
can be either positive or negative. Luthans emphasized the importance of a person's 
internal and external factors to job satisfaction in his theoretical analysis in 1995. 

While internal factors such as one's personality, attitudes, and feelings are internal, 
external factors such as working conditions, lifestyle, and social environment are 
external. Luthans emphasizes that factors outside the workplace, such as social ties, 
family, and lifestyle, can influence work happiness. 

3.    Methods 

The information collected is in the form of numerical data that can be calculated and 

evaluated using statistical criteria as this research utilizes quantitative methodology. In 

other words, this final project research focuses extensively on the factors that lead to job 
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satisfaction and the relationship between two or more variables, making it a type of 

causal associative research. 

4.    Results 

Results and Discussion describes the research steps, including research design, research 

procedures, processing, research results and analysis of research results. The author can 

add the required subheadings in this section. It should provide a concise and precise 

description of the experimental results, their interpretation, as well as the experimental 

conclusions that can be drawn.  

4.1. Descriptive Analysis of Motivation Responses 

4.1.1. Incentives 

The Incentive variable has a TCR of 81.72% which can be categorized into good criteria 

according [18]. The majority of respondents chose to agree and strongly agree with the 

questionnaire statements with an average of 52.61% and 36.85%. 

4.1.2. Work Environment 

The Work Environment variable has a TCR of 81.92% which can be categorized into 

good criteria according [18]. The majority of respondents chose to agree and strongly 

agree with the questionnaire statements with an average of 53.23% and 37.30%  

4.1.3. Satisfaction 

The Job Satisfaction variable has a TCR of 81.69% which can be categorized into good 

criteria according [18]. The majority of respondents chose to agree and strongly agree 

with the questionnaire statements with an average of 54.31% and 36.45% 

4.2. Hypothesis Testing 

4.2.1. F test 

We can use the F test, a type of statistical analysis, to show that the hypothesis affects 

all independent variables simultaneously [17]. We use X1, X2, and X3 as independent 

variables in the F(Y) test. Some F test instructions, as a function of P-value: 

1. If the P-value for the interaction between X1 and X2 is less than 0.05, then X1, 

X2, and X3 are equal, has a significant influence on (Y). 

2. If the P-value for the hypothesis test is greater than 0.05, then there is no 

statistically significant relationship between X1 or X2 or X3 with the dependent 

variable. (Y). 

4.2.2. T test 

The T test is a statistical test with the aim of proving the hypothesis with a partial 

influence by each independent variable (X1, X2, X3) on the independent variable (Y) 

which is done by looking at the coefficient results in the regression calculation [18]. By 

using the T test results, we can then see which independent variable has the most 

influence on the dependent variable. The following are the provisions for the F test based 

on the P-value: 
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1. If the P-value for the interaction between X1 and X2 or X3 to Y is less than 

0.05, then the interaction is significant. 

2. If the P-value for the interaction between X1, X2, and X3 with Y is greater than 

0.05, then the interaction is not statistically significant. (Y). 

3. The highest P-value belongs to the independent variable (X1, X2, or X3) that 

has the most influence on the dependent variable. 

5.    Discussion 

Based on the results of hypothesis testing (H1), the significant value is 0.000 which is 

less than 0.05 based on the partial test results for the independent variable of work 

motivation. This justification supports the finding that, among the workers of the vehicle 

title company, work motivation, as an independent variable, affects the level of job 

satisfaction. Therefore, h1 is accepted and h0 is rejected. 

The majority of employees of the vehicle registration service company claimed to feel 

motivated at work, based on the data obtained. This is in line with [19] statement that 

motivation can be assessed using the need for success, responsiveness, and power. Thus, 

work-life balance can influence how people are motivated. If their work fulfills their 

desire for achievement, connectedness, and power, employees will be more motivated. 

Based on the results of hypothesis testing (H2), the partial test results for the independent 

variable incentive obtained a significant value of 0.000. This value is smaller than 0.05. 

This reason supports the result that work motivation, as an independent variable, has an 

effect on the level of job satisfaction of employees of the vehicle registration service 

company. Consequently, h1 is accepted and h0 is rejected. 

From the summary above, it can be seen that employees of the vehicle title company 

agree that the rewards they receive are acceptable. The majority of employees of the 

company agree that tangible rewards such as commissions, bonuses, and profit sharing as 

well as intangible rewards such as access to facilities are acceptable. [20] review, which 

states that incentives are divided into two types, namely material incentives and non-

material rewards, is relevant to this topic. 

Based on the results of hypothesis testing (H3), the significant value is 0.000 which is 

less than 0.05 based on the partial test results for the independent variable "Work 

Environment". This justification supports the finding that, among the staff of the vehicle 

title company, work motivation, as an independent variable, affects the level of job 

satisfaction. Therefore, h1 is accepted and h0 is rejected. 

According to Soetjipto's review [21], which explains that the work environment is 

divided into two categories, namely the physical work environment and the non-physical 

work environment, it can be concluded that the majority of employees of the vehicle 

letter processing service company agree with the comfortable work environment in the 

company. The physical work environment which includes lighting, air circulation, noise, 

color, humidity, and facilities, as well as the non-physical work environment which 

includes supportive relationships, opportunities for advancement, and job security, are all 

cited by workers as factors that contribute to productivity. 
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6.    Conclusion and Recommendations 

After discussing and evaluating the influence of incentive motivation, work environment, 

and job satisfaction on workers of vehicle letter processing service companies, several 

conclusions can be drawn from the research description as follows: 

1. Partial tests of variables show that motivation affects the size of employee job 

satisfaction in the vehicle letter processing service company. 

2. the dependent variable, respondent or employee job satisfaction, is influenced by 

the variable. The independent, incentives, at a certain level, was found to be 

significant below the required confidence level, indicating that incentives have a 

limited influence on job significant value below the confidence level indicates 

that the job satisfaction variable is influenced by the work environment variable. 

This shows that the job satisfaction variable is influenced by the work 

environment variable. 

3. The significant results of the f test show that the independent variables of 

incentive motivation and work environment interact to influence the dependent 

variable of job satisfaction. Therefore, it can be concluded that the three 

variables - incentive motivation, work environment, and motivation - have a 

joint or simultaneous effect on employee job satisfaction of the vehicle letter 

processing service company. 

In managing human resources, the management of the vehicle registration service 

company needs to pay attention to several things based on the results of the questionnaire 

that has been distributed, including: 

1. Management needs to pay more attention to the potential of employees, the 

results of the research questionnaire show that the percentage of employees who 

disagree with the statement "I am able to optimize my potential" has the highest 

disagreeing results. Based on these results, management can add jobs that can 

make employees optimize their potential. 

2. Management needs to pay more attention to training on employee work, the 

results of the research questionnaire show that the percentage of employees who 

disagree with the statement "I am satisfied with the training provided related to 

work" has the highest disagreeing results. Based on these results, management 

can conduct training with material that is in accordance with the jobdesk so that 

employees do not feel confused in doing their work. 

3. Management needs to pay more attention to employee relations with superiors, 

the results of the research questionnaire show that the percentage of employees 

who disagree with the statement "Good relations between employees and 

superiors will make employees feel comfortable at work" has the highest 

disagreeing results. Based on these results, management can conduct supervision 

training for superiors so that they can make employee relations with superiors 

work well. 
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4. Management needs to pay more attention to career development for employees, 

the results of the research questionnaire show that the percentage of employees 

who disagree with the statement "I feel there are opportunities to develop and 

improve my career in this organization" has the highest disagreeing results. 

Based on these results, management needs to pay attention to the career 

development of employees so that employees can be more motivated to work 

well. 

For further research, researchers can deepen variables or theories regarding 

dissatisfaction factors contained in a company, besides that researchers can conduct 

interviews with the management of the vehicle letter processing service company so that 

this research is broader and more extensive. 

 

Author Contributions: Concept making, MS., AR.; Preliminary data collecting, MS.; Root 
Cause Finding, MS., AR.; Literature Review, MS.; Data Analysis, MS.; Problem Solving 
and recommendation, MS., AR.; Writing-correcting, improving, MT. 

 

Conflicts of Interest: The authors declare no conflict of interest. 
 
 

References 

 

1. Schaefer, C. D. (2017). Factors Contributing To Millennial Turnover Rates In 

Department Of Defense (DOD) Organizations. Doctorate of Business 

Administration. 

2. Putro, T. A. D., Ajeng, N., & Qomariyah, O. (2020). Stres Kerja, Keterlibatan Kerja, 

dan Intensi Turnover Pada Generasi Milenial. Psikostudia : Jurnal Psikologi, 9(2), 

154. https://doi.org/10.30872/psikostudia.v9i2.3837 

3. Putri, M. N., & Rivai, H. A. (2019). Pengaruh Job Insecurity, Kepuasan Kerja, dan 

Komitmen Organisasional Terhadap Intensi Turnover Pada Dosen Institut Teknologi 

Padang. Jurnal Manajemen, 11(1), 35–48 

4. Putra, D.G., & Utama, I.W. (2017). Pengaruh Lingkungan Kerja dan Kepuasan Kerja 

terhadap Turnover Intention di Mayaloka Villas Seminyak. 

5. Luthans, F., (1995) Organizational Behavior, Seventh Edition, Singapore: Mc Graw - 

Hill. Priyatno, Duwi. 2012. How to Learn Data Analysis with SPSS 20. Yogyakarta: 

CV. ANDI OFFSET (ANDI). 

6. Herzberg, F. (1959). Two-Factor Theory of Motivation. In Motivation theory. 

7. Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4). 

https://doi.org/10.1037/h0054346 

8. Nuraini, T. (2013). Human Resource Management. Aini Syam Foundation. 

9. Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior, Seventeenth Edition, 

Global Edition. In Pearson Education Limited. 

10. Armstrong, M. (2016). A Handbook of HUMAN MANAGEMENT RESOURCE 

PRACTICE. In Handbook of Human Resources Management 

11. Kotter, J. P. (2008). Leading change: Why transformation efforts fail and how to 

make them succeed (2nd ed.). Harvard Business Review Press. 

https://doi.org/10.30872/psikostudia.v9i2.3837


   

 

   

   

 

   

   

 

   

   Muhammad Yusuf Sharifudin and Arif Murti R 29   
 

 

    

 

 

   

   

 

   

   

 

   

       
 

12. Wrzesniewski, A. L. (2013). Job crafting and cultivating positive meaning and 

identity in work. In Advances in Positive Organizational Psychology (Vol. 1, Issue 

December 2015). Emerald Group Publishing Limited. 

13. Vroom, V.H. (1964). Work and motivation. Wiley. 

14. Fahmi, Irham. 2017. Human Resource Management Theory and Application. 

Bandung: CV. Alfabeta 

15. Kartiwa, M. A., Kusumawati, R., Nuraini, S., & Hasyim, M. A. N. (2021). Analisis 

Pengaruh Gaya Kepemimpinan dan Motivasi Terhadap Kinerja Karyawan PT. Kimia 

Farma, Tbk. Jesya (Jurnal Ekonomi dan Ekonomi Syariah), 4(2), 1267-1273. 

16. Simanjuntak, P. J. (2003). Work Productivity Definition and Scope. Jakarta: Prisma. 

Singarimbun, Masri and Shofian Effendi. 1995. Survey Research Methods. Jakarta: 

LP3ES. 

17. Robbins, S. P., & Judge, T. A. (2009). Organizational Behavior. 13. ThreeEdition. 

Pearson International Edition. 

18. Sudarmanto, R. Gunawan, Computer-based Applied Statistics with IBM Sugiyono 

Program. (2012). Quantitative, Qualitative, and R&D Research Methods. Bandung: 

Alfabeta. Sugiyono. (2017). Quantitative, Qualitative, and R&D Research Methods. 

Bandung: Alfabeta, CV. Sugiyono. (2018). Quantitative Research Methods. 

Bandung: Alfabeta. 

19. McClelland, D. C. (1961). Achieving society (Vol. 92051). Simon and Schuster. 

20. Sinambela, L. P. (2017). Profesionalisme dosen dan kualitas pendidikan tinggi. 

Populis: Jurnal Sosial Dan Humaniora, 2(2), 579-596. 

21. Gustian, G. (2016). Pengaruh Disiplin dan Lingkungan Kerja Terhadap Kinerja 

Karyawan pada PD. Barokah Mandiri Bandung (Doctoral dissertation, 

Fakultas Ekonomi Unpas). 

22. Agung Nugroho, 2005. The Surefire Strategy for Choosing Research Statistical 

Methods with SPSS, Andi Yogyakarta, Yogyakarta. 

23. Akdon, and Ridwan. (2006). Application of Statistics and Research Methods for 

Administration and Management. Bandung: Dewa Ruci. 

24. Al-Qathmi, A., & Zedan, H. (2021). The Effect of Incentive Management System on 

Turnover Rate, Job Satisfaction and Motivation of Medical Laboratory 

Technologists. Health Services Research and Managerial Epidemiology, 8, 

233339282098840. https://doi.org/10.1177/2333392820988404 

25. Andika, A. W., & Irmayanti, N. P. (2021). The Effect of Job Stress and Job Conflict 

on Job Satisfaction at PT Sinarartha Bali Money Changer Badung Regency. JENIUS 

(Scientific Journal of Human Resource Management), 4(3), 298. 

https://doi.org/10.32493/jjsdm.v4i3.10457 

26. Arikunto, S. 2002. Research Methodology A Proposal Approach. Jakarta: PT Rineka 

Cipta. 

27. Augusty, Ferdinand. 2006. Management Research Methods: Research Guidelines for 

Thesis, Thesis and Dissertation in Management Science. Semarang: Diponegoro 

University. 

28. De Lourdes Machado, M., Soares, V. M., Brites, R., Ferreira, J. B., & Gouveia, O. 

M. R. (2011). A look at academics job satisfaction and motivation in Portuguese 

higher education institutions. Procedia - Social and Behavioral Sciences, 29, 1715-

1724. https://doi.org/10.1016/j.sbspro.2011.11.417 



   

 

   

   

 

   

   

 

   

   The Influence Of Motivation, Incentives, And Work Environment... 30   
 

    

 

 

   

   

 

   

   

 

   

       
 

29. Ghozali, Imam. 2011. "Application of Multivariate Analysis with the SPSS 

Program". Semarang: Diponegoro University Publishing Agency. 

30. Ghozali, Imam. 2016. Application of Multivariete Analysis with the IBM SPSS 23 

Program (8th Edition) 8th print. Semarang: Diponegoro University Publishing 

Agency. 

31. Gibson, James L., John M. Ivancevich, and James H. Donnelly. 2003. Organizations 

Behaviour, Structure and Process. 8th ed. Boston: Richard D. Irwin Inc. 

32. Gustian, G. (2016). Pengaruh Disiplin dan Lingkungan Kerja Terhadap 

KinerjaKaryawan pada PD. Barokah Mandiri Bandung. Jurnal Ekonomi Dan 

Manajemen, 11. 

33. Rahayu, N. M. N., & Riana, I. G. (2017). The Effect of Compensation on Job 

Satisfaction and Desire to Leave at Amaris Legian Hotel. E-Journal of Management 

Unud, 6(11), 5804-5833. 

https://ojs.unud.ac.id/index.php/Manajemen/article/download/32966/21226 

34. Sedarmayanti. (2017). The Effect of Work Environment and Work Motivation on Job 

Satisfaction of Cinemaxx Lippo Plaza Manado Employees. Journal of Economic 

Research, Management, Business and Accounting, 5(2), 298-307. 

35. SPSS Statistic 19, Jakarta: Mitra Wacana Media, 2013. 

36. Sudarmanto, R. Gunawan, Computer-based Applied Statistics with IBM Sugiyono 

Program. (2012). Quantitative, Qualitative, and R&D Research Methods. Bandung: 

Alfabeta. Sugiyono. (2017). Quantitative, Qualitative, and R&D Research Methods. 

Bandung: Alfabeta, CV. Sugiyono. (2018). Quantitative Research Methods. 

Bandung: Alfabeta. 

37. Sugiyono. (2020). Quantitative, Qualitative, and R&D Research Methods. Bandung: 

Alfabeta. 

38. Weiner, B. (1990). History of Motivational Research in Education. Journal of 

Educational Psychology, 82(4). https://doi.org/10.1037/0022-0663.82.4.616 

 

 

 

 

 


