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Commitment, The Influence of Organizational Commitment, Work Stress and Motivation on
Work Stress, Improving Employee Performance at Muhammadiyah University of Makassar.
and Motivation on This study aims to : ( 1) Knowing the influence of organizational commitment on
Employee employee performance, ( 2 ) To find out the effect of work stress on employee
Performance performance, ( 3 ) To find out the effect of motivation on employee performance
Improvement at Muhammadiyah University of Makassar. This research was conducted from

May to July 2017. The population of the research was all employees of
Muhammadiyah University of Makassar. A sample of 70 respondents was
selected proportionally. The data were analyzed using multiple regression. The
results of the research showed that: ( 1 ) organizational commitment has a
positive and significant effect value of employee performance, ( 2) work stress
does not have a significant positive effect on employee performance , and ( 3)
Motivation has a positive and significant influence on the performance of

Muhammadiyah University employees.

1. Introduction

Performance issues are not easy to always
maintain because they are a condition that can
change at any time. The problem that is always
encountered is that employee performance can
change at any time or even decline, this is
something that is always faced by company
management. As a consequence, the
management task is increasingly complex,
because in addition to maintaining a conducive
working atmosphere, it must also maintain and
improve employee performance so that they
have high motivation to carry out the tasks and
responsibilities given to them. Maintaining and
improving employee performance can be done
by providing incentives such as decent salaries
or attractive bonuses. In addition, there are
several factors that can improve employee
performance such as strong commitment and
high motivation towards the organization.
Various reasons are owned by employees to
commit to the organization, external factors
such as career security, wages/salaries or

internal factors such as perception, motivation,
will directly affect the employee's view of the
organization which will ultimately lead to the
presence or absence of commitment to the
progress of the organization. As stated in one of
the theories of motivation, Maslow's hierarchy
of needs theory, of the five needs (physiological,
security, social, appreciation, and self-
actualization) with limited resources available
to humans, economic influences, and other
influences, these needs are increasingly difficult
to fulfill which ultimately has a negative impact
on employee performance. However, employees
as humans who have different needs and desires
in doing their jobs, so motivating them in this
way is not seen as the only effective way to
improve employee performance. This is based
on an assumption that states that employees do
not always work with a background of getting a
salary. Research on organizational commitment
conducted by Baron (2006) proves that the
influence of organizational commitment on
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work performance is very close, although it
takes a long time to bring out employee
commitment to the organization where they
work, but this is not disappointing if the results
show employee work results that satisfy the
leadership. Communication with leaders and
office friends including the leadership style
applied is a sub-factor that has quite an
influence on whether or not employees are
committed to the organization. The results of
research by Jason. et al, (2008) show that
employee motivation that comes from within
themselves ( internal motivation ) tends to last
longer in any condition than external motivation
because employees actually have the ability to
improve and enhance their own abilities in
working so that motivation that comes from
outside is only a support for this ability. In
certain conditions, work stress can cause a
decrease in employee work performance due to
physical demands and work demands that are
considered inappropriate to their abilities.
However, in certain conditions, there are
employees who are more productive when
experiencing work pressure so that they are
more motivated to achieve these demands. This
shows that at a certain level employees actually
need stress. Optimal stress will make motivation
high, people become more passionate, their
comprehension and perception sharper, they
become calm and so on . ( Sofyandi, 2007).
Based on this background, it raises interest and
desire to find out more about the influence of
organizational commitment, work stress and
motivation on improving employee
performance.

2. Literature Review
1. Job Stress

The fact that today is increasingly rapid
development in all aspects of life. The high cost
of living, increasingly tough competition and
increasing demands of life can cause work
stress. Stress is the result of the interaction
between work tasks and the individuals who
carry out the work. Stress in this case is a state
of imbalance within the individual concerned,
which is often reflected in symptoms such as

insomnia, excessive sweating, nervousness, or
irritability. Whether the tension is positive or
negative depends on the tolerance level of the
individual concerned. People react differently to
situations that on the surface seem to cause the
same physical and psychological demands.
Some individuals respond positively as
increased motivation and responsibility to
complete work tasks. Others respond negatively,
seeking other escape routes such as alcoholism
and the use of inappropriate drugs. Therefore,
special attention is needed for companies to try
to implement programs to deal with stressful
jobs. Problems about work stress are basically
often associated with the understanding of
stress that occurs in the work environment,
namely in the process of interaction between an
employee and aspects of his work. In discussing
work stress, it is necessary to first understand
the general understanding of stress . Typical
environmental conditions are potential sources
of stress. Such conditions are called stressors .
Whether or not a person experiences stress
depends on the characteristics of the person
concerned.

2. Work motivation

Working is a form of activity that aims to
gain satisfaction. This activity involves physical
and mental (M. As'ad, 2001). Gilmer (in

Nursalam 2002) argues that working is a

physical and mental process of humans in

achieving their goals. Work motivation is a

condition that influences to arouse, direct and

maintain behavior related to the work
environment (Nursalam 2002), namely:

a. Participatory principle In an effort to
motivate work, employees need to be given
the opportunity to participate in determining
the goals to be achieved by the leader.

b. Principles of communication Leaders
communicate everything related to the task
achievement effort. Clear information will
make employees easier to motivate their
work.

c. The principle of recognizing the contribution
of subordinates Leaders acknowledge that
employees have a role in achieving goals.
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With this recognition, employees will be
more easily motivated to work.

d. The principle of delegation of authority The
leader will give authority or power to
subordinate employees to be able to make
decisions at any time regarding what the
subordinate employees want, so that
subordinates will be motivated to work
according to the leader's expectations.

2.3 Employee Performance

The term performance itself comes from
the word Job Performance or Actual
Performance (work achievement or actual
achievement achieved by someone). The
definition of performance (work achievement)
as explained by Mangkunegara (2002) is the
work results in terms of quality and quantity
achieved by an employee in carrying out his
duties in accordance with the responsibilities
given to him. Kusriyanto, in Mangkunegara
(2002), defines "performance as a comparison
of results achieved with the participation of
labor per unit of time (usually per hour)".
Furthermore, according to Faustino Cadosa
Gomes (in Mangkunegara, 2002), he said that
the definition of employee work is: "Expressions
such as output, efficiency and effectiveness are
often associated with productivity".
"Performance is the work result that can be
achieved by a person or group of people in an
organization, in accordance with their
respective authorities and responsibilities, in
order to achieve the goals of the organization
concerned legally, without violating the law and
in accordance with morals and ethics (Rasyid,
2003)". Therefore, it can be concluded that
performance is the result of achievements that
can be carried out by a person, both in terms of
quality and quantity, which will be achieved by
employees per time period in carrying out their
work duties in accordance with the
responsibilities given to them. Performance
Measurement In relation to the measurement of
work performance assessment, employee
performance, according to Dharma (in Rasyid,
2008), is measured using the following
indicators:

1.Quantity of work results, which includes the
amount of production activities produced

2.Quality of work results, namely that which
includes conformity of production activities
with the applicable provisions as process
standards for implementing activities and
organizational plans.

3.Punctuality in completing work, namely
fulfilling the time required or expected in
carrying out activities.

3. Research Methods

The type of research design used in this
study is the type of quantitative research
methodology. According to (singarimbun 1996),
aresearch method that explains the relationship
between variables - variables through
hypothesis testing. According to Sugiyono,
quantitative research methods can be
interpreted as research methods based on the
philosophy of positivism, used to research
certain populations or samples. Sampling
techniques are generally carried out randomly,
data collection using research instruments, data
analysis is quantitative / statistical in nature
with the aim of testing the established
hypothesis (Sugiyono, 2012: 7). The sample is a
portion of all employees who are considered to
meet the employee requirements at
Muhammadiyah University of Makassar, which
amounts to 70 employees. To obtain the number
of samples , the Slovin formula is used. As
follows:

N
1+ Ne?

n : number of samples
N: population size
e: error tolerance limit

Based on this formula, the number of employees
is determined as the following sample

e=10%
N =238
n=...?
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n =238/(1+238 x 0,01)= 238/(1+2,38)=
238/3,38= 70.4

The number of samples based on this
calculation is 70 people, then the number of
employees who are respondents in this study
will be calculated proportionally from each

a. Research Instrument Results
1) Validity Test

The results shown from this validity test
will describe whether or not the instrument
submitted in the questionnaire is valid. The
question instrument submitted in the
questionnaire must be valid because the

work unit. question must reflect the variable to be studied.
Based on the data obtained in the study, the
results of the validity test of the research

instrument are as follows:

4. Results and Discussion
4.1 Results

Table. 4. 10. Recapitulation Of Validity And Reliability Test Results

Variables [tem R Value.P |Information |Reliability Information
o X1.1 0.550 [<.001 |Valid
Organizational o510 58 <001 |Valid _
Commitment - 0.668 Reliable
X1) X1.3 0.682 [<.001 Val%d
X1.4 0.581 [<.001 |Valid
X2.1 0.723 |<.001 |valid
Job Stress (X2) |X2.2 0.779 |<.001 |valid
X2.3 0.660 [<.001 |Valid _
- 0.459 Reliable
X2.4 0.589 [<.001 |Valid
X2.5 0.779 |<.001 |Valid
X2.6 1 <.001 |Valid
X3.1 0.894 [<.001 |Valid
Work Motivation [X3.2 0.711 |<.001 |Valid
(X3) X3.3 0.671 |<.001 |Valid _
- Reliable
X3.4 0.670 |[<.001 |Valid 0.874
X3.5 0.568 [<.001 |Valid
X3.6 1 <001 |Valid
Y1.1 0.993 [<.001 |Valid
Y.1.2 0.993 <001 |Valid
Employee Y [Y1.3 0.656 [<.001 Valid
Performance 0.874 Reliable
Y1.4 0.993 [<.001 |Valid
Y1.5 0.993 [<.001 |Valid
Y1.6 1 <.001 |Valid

Source: Attachment Of Validity And Reliability Test Results.

The results of the reliability test of the
research instruments, as in Table 4.10 . then the
test results show that all research instruments
are reliable. This can be seen that all variables of
this study have a reliability coefficient/alpha
greater than 0.6. If the results of this reliability
test are associated with the criteria of the
reliability coefficient index according to

Arikunto  (1998), it shows that the
reliability/alpha of the research instrument is
high. Thus the research data is valid and suitable
for use in testing research hypotheses.

Based on the validity test results table
above, it is known that all statement items used
in this statement are valid, which is indicated by
the value of each statement item having a
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positive person correlation value and is greater
than the r table value.

2) Reliability Test The technique used to
measure the level of reliability is Cronbach
Alpha by comparing the Alpha value with its
standard, with the following conditions:

1. Cronbach Alpha value 0.00 to 0.20,means
less reliable
2. Cronbach Alpha value 0.21 to 0.40,

meaning it is somewhat reliable

3. Cronbach Alpha value 0.41 to 0.60,
meaning it is quite reliable

4. Cronbach Alpha value 0.61 to 0.80,
means reliable

5. Cronbach Alpha value 0.81 to 1.00,
meaning very reliable

Multiple Linear Regression

Based on the reliability test results table, 4
variable items ( statements) have a Cronbach's
Alpha of 0.840. This means that it is at the
Cronbach's Alpha value. 0.81 to 1.00 . Based on
the provisions above, the variables in this study
are very reliable.

3) Classical Assumption Test

a.  Normality Test

b.  Multiple Linear Regression Analysis
The result of regression analysis is in the form of
coefficients for each independent variable. These
coefficients are obtained by predicting the value
of the dependent variable with an equation. Table
412

Analysis Results Coefficients a

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) -2,252 ,247 -9,118 ,000
Organizational ,202 ,060 ,120 3,364 ,001
1 Commitment

Job Stress ,076 ,060 ,041 1,252 ,215

Work motivation 1,295 ,056 ,878 23,295 ,000
a. Dependent Variable: Employee that all independent variables (

Performance Table 4.12 shows that the
performance variable is influenced by three
variables used in the study, namely
organizational commitment, work stress,
and work motivation, so that the following
equation is formed:
Y=-2252+0.202X1+0.07X2+1.295X
3 Based on the results of the regression
equation, the influence of each independent
variable on the dependent variable can be
explained as follows:

The results of the analysis show that the
most influential independent variable is the
work motivation variable with a coefficient
value of 1.295, followed by the
organizational commitment variable with a
coefficient value of 0.202, while the
variable that has a negative effect is the
work stress variable with a coefficient value
of 0.007, from the equation it can be seen

organizational commitment, work stress,
and work motivation ) have a positive effect
on employee performance, the influence of
the variables of organizational
commitment , work stress and work
motivation  positively on employee
performance means that by increasing the
respondent's perception of the variables of
organizational commitment , work stress
and work motivation, it will have an effect
on increasing performance.

Based on the results of the explanation
above, it can be explained that the
organizational commitment variable is
stated as significant and the work
motivation variable is also stated as
significant with the variable coefficient
value being positive. While the work stress
variable is stated as insignificant. a.
Coefficient of Determination
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The coefficient of determination measures following is a table of the coefficient of
how far the model's ability to explain the determination produced in the study.
variation of the dependent variable. The
Table 4.13
Model Summary Model Summary b
Model R R Square Adjusted R Square | Std. Error of the Durbin-Watson
Estimate
1 ,972 a ,945 ,943 ,10390 1,932
a. Predictors: (Constant), Organizational performance can be explained by the
Commitment, Work Stress, Work variation in the three independent
Motivation variables, namely organizational
b. Dependent Variable: Employee commitment, work stress, and work
Performance motivation, while the remainder (100% -
Based on table 4.1 3, it can be seen 94.5 % = 5.5 %) is explained by other
that the adjusted R2 is 0.945 , this means causes outside the model.
that 94.5 % of the variation in employee b. Simultaneous Test (F)

Table 4. 1 4 F Test Results (Simultaneous) ANOVA a

Model Sum of Squares Df Mean Square F Sig.
Regression 12,255 3 4,085 378,394 ,000b
Residual ,712 66 ,011
Total 12,967 69
. Dependent Variable: Employee Performance Commitment, Work Stress and Work Motivation)
Predictors: (Constant), Organizational have a positive and significant effect on the
Commitment, Work Stress, Work Motivation dependent variable (Employee Performance). This
F test shows how far the influence of independent is shown from the results analysis where the sig
variables simultaneously explains the variation of value is 0.000 < 0.01. This is indicated by the
the dependent variable . Based on table 4.14 calculated F value = 378.394 > F table 2.75.
above, it can be concluded that together the c.Partial Effect Significance Test (t-Test)
independent variables (Organizational
Table 4.15
Results of Partial Effect Significance Test (t-Test) Coefficients a
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) -2,252 ,247 -9,118 ,000
Organizational ,202 ,060 ,120 3,364 ,001
1 Commitment
Job Stress ,076 ,060 ,041 1,252 ,215
Work motivation 1,295 ,056 ,878 23,295 ,000
a. Dependent Variable: Employee Performance independent variable partially explains the
The t-test shows how far the influence of one variation of the dependent variable. The following
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explains the results of the t-test calculation for
each variable :

1.

3.

The t-value of the Organizational Commitment
variable (X1) is greater than the t-table value
(3.364> 1.667 ) and the significant value
(0.001<0.005). These results indicate that the
organizational commitment variable has a
positive and significant influence on improving
the performance of employees of the University
of Muhammadiyah Makassar .

. The t-value of the Job Stress variable ( X2 ) is

smaller than the t- table value ( 1.252 <1.667 )
and the significant value (0.215>0.05). These
results indicate that the job stress variable has
a positive and insignificant influence on
improving employee performance at the
Muhammadiyah University of Makassar which
cannot be accepted .

The t-count value of the Motivation variable
(X3) is greater than the t-table value (23.295>
1.667 ) and the significant value (0.000<0.05).
These results indicate that the work motivation
variable has a positive and significant influence
on improving employee performance at the
Muhammadiyah University of Makassar which
can be accepted.

4.Result and Discussion

1.

The Influence of Organizational
Commitment on Employee Performance
After conducting the hypothesis analysis

results presented in Table 4.11, it shows that
organizational
influence

commitment has a positive
employee
performance at Muhammadiyah University of
Makassar. This is indicated by the t- count value
being greater than the variable from the t-table
value (3.364 > 1.667 ), as well as a smaller
significance value (sig.) rather than the required
a = 0.05 (0.001 < 0.05). This is understandable
because employee performance in the field is an

and significant on

activity or activity that requires a good basis of
academic ability and skills. In addition, an
employee's achievement during
education can provide an overview of his work
ability directly related to his intelligence factor.
Organizational commitment is very strong in

academic

improving employee performance because

employees are consistent in carrying out their
commitments in the organization where they
work so that their performance can increase and
be strong. This is in line with the results of
research that occurred at the Muhammadiyah
University of Makassar  because the
commitments that have been agreed upon by
employees have been implemented consistently,
this means that employees have been able to
carry out commitments in an organization,
especially at the Muhammadiyah University of
Makassar. This can be a reference material for
employees of the Muhammadiyah University of
Makassar that a good commitment in an
organization can improve employee
performance. Employees tend to Dbe
traditionalists, and try their best to maintain
their current position in the organization. This
is in line with research conducted at the
Muhammadiyah University of Makassar, that
organizational commitment has a positive and
significant effect, meaning that the commitment
that has been agreed upon is carried out
optimally
applicable in the organization so that this can
improve employee performance at the
Muhammadiyah University of Makassar.

Table 4.6 the majority of
respondents, as many as 45 respondents ( 64.4
%) stated that they strongly agree if employees
feel they have to be involved in efforts to achieve
goals . As many as 45 respondents (61.4%)
stated that they strongly agree if employees care
about the future of the organization . As many as
43 respondents (61.4%) stated that they
strongly agree if employees care about the
future of the organization . agree with the
organization's policies. So the conclusion of this
study is that organizational commitment has a
positive and significant effect on employee
performance at Muhammadiyah University of
Makassar.

in accordance with the rules

shows

2. The Influence of Work Stress on
Employee Performance

After conducting the hypothesis analysis

results presented in Table 4.9, it shows that

work stress has a positive and insignificant
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influence on employee performance at
Muhammadiyah University of Makassar. This is
indicated by the t-count value being greater
than the t-table value (1.252 < 1.667 ), and a
significance value (sig.) greater than the
required a = 0.05 (0.215 > 0.05). This means
that this variable does not have a positive and
significant influence.

Table 4.6 shows the majority of
respondents, as many as 61 respondents
(87.1%) stated that they disagreed if employees
felt that the tasks assigned were not in
accordance with my expertise. As many as 70
respondents (100%) stated that they disagreed
if employees felt that many tasks took up time
and thought. As many as 41 respondents
(58.6%), stated that they agreed if the work
environment was comfortable. The statement
about employees having full authority to carry
out work tasks and responsibilities, as many as
38 respondents (54.3%) stated that they
strongly agreed with this. As many as 32
respondents (45.7 % ) stated that they agreed
with the question about anxiety over work
results due to intervention from other parties.
While for the question about the problem of me
feeling uncomfortable when in conflict with
coworkers at work, as many as 38 respondents
(41.4%) stated that they strongly agreed with an
average value of 3.70 mean variable.

Higgins (Umar, 2000: 259) argues that
there is a direct relationship between work
stress and employee performance, a large
number of studies have investigated the
influence of work stress on performance
presented in the stress-performance model
(inverted U relationship) namely the Yerkes
Podson law (Mas'ud, 2002: 20). The inverted U
pattern shows the influence of stress levels
(low-high) and performance (low-high). If there
is no stress, there are no work challenges and
performance tends to decline. Too little
stimulation, too few demands and challenges
can cause boredom, frustration, and the feeling
that we are not using our abilities to the full
(Looker, 2005: 144). In line with increasing
stress, performance tends to increase, because
stress helps employees to direct all resources in

meeting work needs, is a healthy stimulus that
encourages employees to respond to work
challenges. Finally, stress reaches a stable point
that is left-right in accordance with employee
performance capabilities. Furthermore, if stress
becomes too great, performance will begin to
decline because stress interferes with work
implementation. Employees lose the ability to
control it. The most extreme result is zero
performance, employees become unable to
work anymore, give up, quit or refuse to work to
avoid stress.

Based on field conditions, no significant
influence was found between work stress and
employee performance. This means that
employees of Muhammadiyah University of
Makassar do not experience stress at work, this
is because in completing their work, employees
instill a collective colloquial nature, which
means that employees help each other in
completing the work entrusted to them so that
they do not feel burdened by the work they do,
and there is no fanism at Muhammadiyah
University of Makassar so that it does not affect
employee performance and riots that
employees do not base on performance are
caused by the work they do on the other hand
employees also feel comfortable with their work
environment and one employee with another
employee has a good emotional closeness so
that they feel comfortable and calm at work, and
there is no pressure from the leadership that
puts pressure on employees at work so that
employees feel that their work is not a burden
and can be completed without experiencing
stress at work. In addition, employees of
Muhammadiyah  University of Makassar
consider their place of work to be their own so
that employees do not experience stress at
work, on the other hand when they are
pressured at work, their performance decreases
because there is an emotional closeness
between employees and leaders. This affects the
lack of stress for employees at work. In this
condition, employees also always instill focus in
working and prioritize the work given
compared to other jobs, so this is also the
strongest reason for employees in overcoming
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all problems in their work, if employees at the
Muhammadiyah University of Makassar have
work and activities outside of working hours,
then employees are able to complete their work
with the help of other employees. Therefore,
employees do not experience stress in working
because there is always a solution in completing
their work, so it does not affect employee
performance.

3. The Influence of Work Motivation on
Employee Performance

After conducting the hypothesis analysis
results presented in Table 4.11, it shows that
work motivation has a positive and significant
influence on employee performance at
Muhammadiyah University of Makassar. This is
indicated by the t-count value being greater
than the t-table value (23.295> 1.667 ), as well
as the significance value (sig.) being smaller
than the required o = 0.05 (0.000 <0.05). This
also means that the motivation variable has a
positive and significant influence.

Table 4.8 shows the majority of
respondents, as many as k 55 respondents ( 78.6
%) stated that they agree if employees like to
influence others to follow the way other
employees do their jobs well. As many as 46
respondents (65.7%) Try hard to improve their
performance in the past . The majority of
respondents, as many as 46 respondents ( 65.7
%) also stated that they agree if employees often
suggest  colleagues to improve their
performance. As many as 27 respondents ( 38.6
%) stated that they strongly agree if employees
There is a close relationship between employees
.As many as 30 respondents (42.9%) stated that
employees enjoy working with others more
than working alone. No respondents stated that
they strongly disagree if employees influence
others to follow their way of doing something
with an average frequency value of 4.20 mean
variable .

Employee performance is also influenced
by the length of time they have worked. From
the description of the respondent data, almost
half have a work period of more than 5 years.
Conditions at Muhammadiyah University of

Makassar, half of the respondent data also have
a work period of less than 5 years, where this
period still needs time to carry out their duties
and authorities and still requires adaptation in
their work environment so that this affects the
performance of the employees themselves.
While employees who work for more than 5
years are able to improve their performance due
to work experience and an environment that is
already quite familiar so that this condition is
able to improve employee performance.

Motivation is the desire of workers to
fulfill their needs. Organizations in motivating
workers can be done through the arrangement
of a warm or cool organizational atmosphere
and creating reward and legal systems,
enforcing standards, strict policy regulations
and maintaining communication. Thus, the
method of employee motivation carried out in
this organization is one form of creating better
performance level conditions. According to
Handoko (2002: 252), motivation is a state
within a person that drives the individual's
desire to carry out certain activities to achieve
goals. Meanwhile, according to Buhler (2004:
191) provides an opinion on the importance of
motivation as follows : "Motivation is basically a
process that determines how much effort will be
devoted to carrying out work". Motivation or
encouragement to work is very important for
achieving a goal, so humans must be able to
grow work motivation.

Employees have needs and aspirations,
which is why they get up to work and organize.
Muhammadiyah University of Makassar is an
organization that brings together employees
who have needs and ideals. Therefore, the
organization requires order/management. so
that motivation can become a reality as a driver
of activities that lead to achieving good
performance. It should be remembered that
motivation cannot be forced. Motivation must
come from oneself, be individual and
intentionally broad in dimension. Motivation is
individual in the sense that each person is
motivated by various influences to various
levels. Research was also conducted by Dr.
Samina Nawab, Komal Khalid and Khuram Shafi
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(2011), in their research entitled "Effect of
Motivation on Employees Performance". This
study was conducted to determine the
significant relationship between motivational
factors used by an organization and its influence
on employee performance and efficiency. With a
sample of 248 respondents and using the
Analysis method with the SPSS program
(version-12.0) the results obtained were that
there was a positive relationship between
motivation that affects employee performance
with the assessment system, Organizational
Environment and Reward System. This is in line
with  research that occurred at the
Muhammadiyah University of Makassar where
employee work motivation has a positive effect
if employees are efficient in working.

5 Closing
5.1 Conclusion

The results of the analysis and hypothesis
testing as in the previous chapter provide
empirical evidence with a strong basis on
organizational commitment, work stress, work
motivation on employee performance at
Muhammadiyah University of Makassar. The
conclusions of the study can be seen as follows:
1.The organizational commitment variable has a
positive and significant effect on improving
employee performance at the Muhammadiyah
University of Makassar . This means that the
agreed commitment has been implemented
consistently by employees so that it affects
employee performance.
2.The work stress variable does not have a
positive and significant effect on improving the
performance of employees at the University of
Muhammadiyah Makassar . This means that
employees do not experience stress at work
because in completing their work they help each
other where they instill a collective nature of
helping each other in completing their work and
at the University of Muhammadiyah Makassar
there is no Fanism, and employees also feel
unsaturated in working and enjoy the work that
has been given to employees. So this does not
affect employee performance.

3.The work motivation variable has a positive
and significant effect on improving employee
performance, which is fulfilled according to the
type of motive that influences it. This means that
high motivation always produces good
performance and with motivation employee
performance increases.

5.2 Suggestion

1. In terms of Organizational Commitment,
Improving employee performance can be
achieved by paying attention to
organizational commitment . Therefore,
leaders should actively participate to
encourage employees to be able to carry
out organizational commitments
consistently so that employee performance
can be further improved .

2. In terms of Work Stress, the need for
delegation of tasks and responsibilities
should be clearer and more even in the
distribution of jobs to each employee so as
not to cause stress for employees.

3. In terms of work motivation, leaders should
also pay more attention to employees who
excel by giving rewards so that employees
can be more motivated in their work.
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