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Abstract. The success of Perumda Tirta Pakuan Bogor is greatly influenced by the performance of its employees. 

Good work results can help Perumda Tirta Pakuan Bogor in achieving the goals and objectives that have been 

set. In other words, the better the employee's performance, the easier it will be to achieve the goals of Perumda 

Tirta Pakuan Bogor. On the other hand, if employee performance is low, it is not easy for Perumda Tirta Pakuan 

Bogor to achieve its goals. So the role of employee performance is a factor that cannot be separated from the 

objectives of Perumda Tirta Pakuan Bogor so that the quality of employee performance will influence the 

achievement of the objectives of Perumda Tirta Pakuan Bogor. This research aims to determine and analyze the 

role of organizational culture and career development in improving the performance of Perumda Tirta Pakuan 

employees in Bogor City. This research uses descriptive qualitative, with the data collected mostly in the form of 

words or images rather than numbers. The objects of this research are employees at Perumda Tirta Pakuan, 

Bogor. The research carries out analysis of the data obtained through interviews and other documents by 

combining and selecting data that is close to suitability related to the research study. The research results show 

that the role of organizational culture in improving employee performance at Perumda Tirta Pakuan Bogor is 

based on a talent management strategy which is an integrated system, designed to improve performance through 

the process of attracting and selecting, developing, utilizing and retaining employees who have skills and talents. 

in order to meet current and future organizational needs. The role of career development in improving the 

performance of Perumda Tirta Pakuan employees in Bogor is known that career development is an activity for 

future career planning by the employees themselves or the company concerned so that the company can also 

develop itself optimally. 
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1. INTRODUCTION 

Every company needs resources that have an important influence on achieving its desired 

goals. These resources are sources of energy and power needed to create activities, movements, 

and actions. Resources can be in the form of natural resources, human resources, knowledge 

resources, and technological resources. Among these resources, the most important in terms of 

influence and role are human resources, because human resources are the actors of the overall 

planning and evaluation that can utilize other resources owned by an organization or company. 

An organization can run well if the management functions within it play their roles well 

too. The most important factor in management is quality human resources. Human resources 

in an organization have a very important role because organizational goals can be achieved 

depending on the human factor that plans, implements, and supervises the organization in 

question. 

Work can be affected by work performance conditions formed in the organizational 

environment, including lack of employee commitment to understanding established values and 
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rules, lack of application of employee disciplinary behavior in daily life, lack of performance 

inheritance, and lack of understanding of culture as organizational identity, resulting in 

performance that is less supportive of achieving the established organizational vision and 

mission. Building work performance requires commitment from all employees under the 

leadership of a leader who is able to influence the entire organization and is expected to build 

strong work performance. 

As an example, BUMD (Regional-Owned Enterprise) in the drinking water sector, out 

of around 387 BUMDs in Indonesia, Perumda Tirta Pakuan Bogor carries out drinking water 

management for the community and has an important role in realizing the welfare and 

prosperity of a region by contributing to Regional Original Revenue (PAD), either in the form 

of dividends or taxes. The success of Perumda Tirta Pakuan Bogor is greatly influenced by the 

performance of its employees. Good work results can help Perumda Tirta Pakuan Bogor in 

achieving its set goals and objectives. In other words, the better the employee performance, the 

easier it will be for Perumda Tirta Pakuan Bogor to achieve its goals. Conversely, low 

employee performance will make it difficult for Perumda Tirta Pakuan Bogor to achieve its 

goals. In this case, the role of employee performance is a factor that cannot be separated from 

the goals of Perumda Tirta Pakuan Bogor, so the quality of employee performance will affect 

the achievement of Perumda Tirta Pakuan Bogor's goals. 

A company that wants its employees to be able to improve their performance will develop 

efforts to improve performance by utilizing conditions that exist within the organization, both 

from the employees themselves and the organizational environment. Performance is something 

that is always paid attention to by every organization. Mangkunegara (2023: 67) states that 

performance is the result of work in quality and quantity achieved by a person in carrying out 

tasks in accordance with the responsibilities given to them. 

Mathis and Jackson (2016: 78) state that there are several indicators that can be used as 

benchmarks in measuring performance, namely: a. work quantity, which is the amount 

produced; b. work quality, which is the accuracy and quality of results based on the number of 

workers; c. time utilization, which is the implementation of work that is adjusted to the working 

time set by the organization, and d. Cooperation, which is the ability to interact with others/co-

workers in completing a job. 

Organizational culture is related to everything in the workplace. Organizational culture 

is all conditions that surround employees that are associated with psychological changes in 

employees. Sedarmayanti (2019:26) defines organizational culture as the entirety of tools and 
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materials faced, the surrounding environment where a person works, their work methods, and 

their work arrangements both as individuals and as groups. 

Employee performance is the result of work in quality and quantity achieved by an 

employee. The achievement of work results is determined by employees who are able to carry 

out their duties well, meaning that employees have responsibilities, are able to carry out their 

work on time and can achieve targets set by the organization, there is supervision from 

management, and a conducive environmental condition will support the smooth running of 

work. In reality, career development at Perumda Tirta Pakuan Bogor has not shown an ideal 

level. This is known from the lack of employees to improve their work careers to be better and 

employee work spirit that does not increase. 

Based on the description above, the researcher is interested in conducting further research 

with a study on the role of organizational culture for career development in improving 

employee performance at Perumda Tirta Pakuan Bogor. 

 

2. LITERATURE REVIEW 

Human resources working in organizations have a very strategic role as agents of 

renewal, service, and public satisfaction. However, this role has not been optimally 

implemented by employees working in organizations. The indication of their powerlessness 

through their bureaucracy in dealing with social, economic, and political problems has been 

felt for a long time. Therefore, changes in the structure, function, finances, and personnel of 

bureaucratic organizations are very necessary, which are also followed by changes in 

bureaucratic organizational culture and the behavior of the people involved in it. If this change 

can be realized, then what is expected in the orientation of the effectiveness of public services 

carried out by government organizations will be achieved. 

Ndara (2015: 101) states that culture reflects opinions about: a) Identity and image. 

Identity is formed by various historical factors, geographical conditions and positions, social, 

political and economic systems, and changes in values in society; b) A bond of togetherness 

that binds strong members of society; c) An inspiration, pride, and resource. Culture is a source 

of inspiration, pride, and resources; d) As a driving and changing force. Because culture is 

formed through a learning process, culture is dynamic, resilient, not static and not rigid; e) To 

form added value; f) Behavior patterns. Contains norms of behavior and outlines the boundaries 

of social tolerance; g) As a substitute for formalization, and h) Mechanism of adaptation to 

change. 



 
The Role Of Organizational Culture In Career Development For Improving Employee Performance At 

Perumda Tirta Pakuan Bogor 

4          MANAGEMENT DYNAMICS - VOLUME. 1, NO. 4, OCTOBER 2024 
 
 
 

Career development is the responsibility of an organization that prepares employees with 

certain qualifications and experiences, so that when needed, the organization already has 

employees with certain qualifications. It is paternalistic in nature, from top to bottom and 

centralized. According to Rivai (2019: 274), "Career development is the process of increasing 

an individual's work ability achieved in order to achieve the desired career". 

Performance is the work result achieved by an employee in carrying out their duties and 

responsibilities. The definition of performance according to Mangkunegara (2015: 9) is "a 

comparison of results achieved with the participation of labor per unit of time (usually per 

hour)". 

 

3. METHODS 

This research uses a qualitative descriptive approach, with data collected mostly in the 

form of words or images rather than numbers. Qualitative research is research that intends to 

understand phenomena about what is experienced by research subjects such as behavior, 

perception, motivation, actions, and others. Holistically, and in a descriptive manner in the 

form of words and language, in a specific natural context and by utilizing various natural 

methods (Moleong, 2021:6). Some data collection techniques carried out by researchers are as 

follows: 

a. Observation: to understand the characteristics and extent of the significance of the 

interrelationships of elements of human behavior in social phenomena and complexes in 

cultural patterns;  

b. Interviews, where an interview is a conversation directed at a particular problem and is a 

process of oral responsibility of two or more people face to face physically;  

c. Documentation, with documentation, research can obtain information not from the 

source, but information obtained from various written sources or from documents that 

exist in the informant. 

The research conducts analysis of the results of data that has been obtained through 

interviews and through other documents by unifying and selecting data that approaches the 

relevance related to the research study. The data included is data that has been selected, namely 

data that is very important in relation to the research study. After selecting the data, the 

researcher presents the data by re-analyzing the results of the data that has been obtained, then 

describing it in the form of paragraphs or narrative writing. 

The research location is carried out at Perumda Tirta Pakuan Bogor. The research period 

is six months, starting from March 2024 to August 2024. 
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4. RESULTS  

The presence of employees at Perumda Tirta Pakuan Bogor is greatly needed in order to 

provide public services to the community. For this reason, employees need to be systematically 

improved through various policies and coaching instruments. The employee salary standard is 

the same, based on rank/grade and employee tenure. 

This means that the achievement of goals set by the company largely depends on the 

work of its employees. Work performance is related to goals in the sense of being a result of 

one's work behavior. Achievement is given limits as a result of a pattern of two actions taken 

to achieve goals in accordance with established standards, both in quality and quantity. 

In general, in several organizations or government institutions in the next few years, there 

will be a 'generation gap', because the number of employees entering the Retirement Age Limit 

(BUP) tends to increase. This also happens at the structural level. This phenomenon leads to a 

limited number of quality human resources. It becomes a problem at Perumda Tirta Pakuan 

Bogor, namely how to develop existing human resources to be able to contribute to superior 

organizational performance and anticipate changes that occur. This problem will not be 

resolved by carrying out traditional employee development patterns, but strategic development 

steps are needed. The term 'strategic' in this case is interpreted as an integrated and effective 

pattern. One of the micro dimensions of renewal in employee management is employee 

development that pays attention to several new issues, including employee talent. 

This underlies the adoption of the concept of talent management in HR management. 

Talent management is seen as the implementation of an integrated strategy or system, designed 

to improve performance through the process of attracting and selecting, developing, utilizing 

and retaining employees who have expertise and talent to meet the organization's current and 

future needs. 

Talent management has the following objectives: 1) to increase the achievement of 

strategic goals of national development and improve the quality of public services, 2) to find 

and develop the best talent in filling positions as future leaders, 3) to encourage increased 

professionalism in aspects of position, competence, and performance of talent and provide 

clarity and certainty of talent careers, 4) to realize an objective, planned, transparent, and 

accountable succession plan, 5) to ensure the availability of talent supply in aligning employees 

in accordance with the vision, mission, and goals of the organization, 6) to balance between 

employee career development and agency needs. 

The process of talent management involves identifying talent which requires mapping 

employee talent, which can later find talent that will be developed within a certain period of 
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time. This can be used as an asset in the organization. In mapping employees, there are various 

criteria, namely based on experience, profile and qualifications, and other assessments that can 

be assessed objectively. 

Apart from that, employee talent management still has obstacles that affect the quality of 

its employees. There is still a bureaucratic culture that is far from competition and the discipline 

of employees is still low, therefore the application of talent management needs to be 

continuously improved and enhanced in order to strengthen the merit system that has grown in 

each agency. Improving the quality of talent management is a strategy in selecting individuals 

who match their skills and talents, so that it can have a good effect on the performance of their 

employees. This can be said to be something that is needed by the organization in determining 

to maintain employees to achieve organizational goals in developing HR. 

The importance of talent management in employees will be able to help encourage 

increased professionalism of talent performance and realize an objective, targeted, accountable 

succession plan so that it can strengthen the application of the merit system in government 

institutions themselves. 

The application of the merit system in the aspects of promotion and transfer is also still 

low, so it needs to be accelerated and improved. These results need to be a concern because 

they show that there are still opportunities for nepotism practices based on primordial or socio-

political affiliations. In fact, filling positions should be done in accordance with the required 

qualifications and competencies and performance of employees by looking at career patterns. 

In implementing organizational culture in employee management, several things must be 

considered in the Perumda Tirta Pakuan Bogor environment, including the initial step in 

implementing the merit system payroll, management needs to pay attention that in providing 

salaries is inseparable from the assessment of the duties and responsibilities of all employees 

in all work units, so that the assessment is people who know correctly what employees do, 

namely direct superiors and as consideration the assessor can confirm to other parts related to 

the work and employees being assessed. 

Second, to prosper employees should also pay attention to income equality. It is 

appropriate for companies to increase salary standards with decent standards; thus, the gap will 

be more minimized and welfare can be obtained. 

Third, in calculating the determination of the payroll formula, it is necessary to pay 

attention to the inflation rate/expensiveness, among others by creating an index to be used as 

the basis for adjusting salaries and allowances. 
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Fourth, payroll for employees should be made to certain standards, meaning that it could 

be in the same group but have different salaries adjusted to their daily workload. If there are 

employees who are lazy, their salary will be smaller than those who have big responsibilities, 

even though their group is low. 

Fifth, rewards given to employees who have work achievements should be carried out 

transparently so that they have a competitive attitude between departments in providing 

services, encouraging law enforcement and being willing to provide accountability to the public 

(public accountability) regularly. 

Sixth, strict supervision is needed in implementing the merit system where the 

government needs to form a merit system team so that it can run effectively. The application 

of the merit system will also be effective if there is full commitment from all parties, namely 

the leadership and employees of the institution/organization. 

 

5. DISCUSSION 

The role of organizational culture in improving employee performance at Perumda Tirta 

Pakuan Bogor is based on a talent management strategy. This integrated system is designed to 

enhance performance through selecting, developing, utilizing, and retaining talented 

employees to meet current and future organizational needs. In public organizations, the HR 

development model based on talent involves a systematic process of identification, career 

development, and retention of talented HR. 

The role of career development in improving employee performance is significant. 

Career development is an activity for future career planning by both employees and the 

company, allowing for optimal development. With career development initiatives in place, 

employees experience improved performance. It's important to note that employee 

performance is intrinsically linked to career development opportunities. 

The implementation of the merit system has shown numerous positive impacts on 

employee and company performance management. This system centers on work performance 

as its core concept. High-performing employees are rewarded with increased income and/or 

career advancement, while poor performance may result in decreased income or career 

setbacks. 
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6. CONCLUSION 

In implementing organizational culture to foster company progress at Perumda Tirta 

Pakuan Bogor, the most crucial factor is the commitment between employees and directors. 

Employees seeking career development within the company can continuously improve their 

performance and adhere to company regulations to contribute to the organization's success. 

When employees strive to deliver their best performance, the company reciprocates by 

providing career development opportunities tailored to employee needs. This process considers 

the employee's years of service and rank, without being influenced by nepotism, 

discrimination, or other irrelevant personal factors. 

 

LIMITATION 

The research on Perumda Tirta Pakuan Bogor's organizational practices and their impact 

on employee performance presents several notable limitations that affect the interpretation and 

applicability of its findings. Primarily, the study's specificity to a single organization potentially 

reduces the generalizability of the results. While the strategies and practices identified may be 

effective within Perumda Tirta Pakuan Bogor, their efficacy could vary significantly in other 

companies or industries due to differences in organizational culture, size, sector, or local 

context. 

A significant methodological limitation is the lack of information regarding sample size 

and data collection methods. This omission makes it challenging to assess the reliability and 

validity of the findings. Without knowing these crucial details, it's difficult to determine 

whether the results are truly representative of the entire organization or if the data collection 

methods might have introduced bias or limited the depth of insights gathered. 

The absence of discussion on implementation challenges presents another limitation. By 

not addressing potential difficulties in implementing talent management strategies or the merit 

system, the research may offer an overly optimistic view. This could lead to unrealistic 

expectations when other organizations attempt to adopt similar practices without being 

prepared for possible obstacles. 

Furthermore, the study lacks information on how long the observed practices have been 

in place. The effectiveness of organizational practices often changes over time, and without 

this temporal context, it's challenging to determine if the observed positive impacts are 

sustainable long-term effects or merely short-term improvements that might diminish over 

time. 
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Lastly, the research appears to lack consideration for external factors. By not accounting 

for influences such as economic conditions or industry trends, the study might attribute too 

much of the performance improvement to internal factors like organizational culture and career 

development. This could lead to an overestimation of the effectiveness of these internal 

strategies. 

These limitations collectively impact the study's overall validity and applicability. They 

potentially lead to an overstatement of the universality of the results and a reduction in the 

reliability and depth of the insights gained. The absence of discussion around implementation 

challenges and the failure to account for the time factor in assessing strategy effectiveness 

present an incomplete picture. Additionally, there's a risk of overattributing positive outcomes 

solely to internal factors without considering the potential influence of external elements. 

To enhance the quality and applicability of future research in this area, it would be 

beneficial to address these limitations. This could involve broadening the scope to include a 

more diverse range of organizations, providing comprehensive methodological details, 

discussing implementation challenges, considering the time factor in strategy effectiveness, 

and accounting for external influences. By addressing these aspects, future studies could offer 

a more comprehensive and balanced understanding of how organizational culture and career 

development contribute to improving employee performance across various contexts. 

 

REFERENCES 

Affandi P (2018). Manajemen Sumber Daya Manusia (Teori, Konsep, Dan Indikator). 

Pekanbaru:  Zanafa Publishing. 

Aritonang, Lerbin R. (2021). Kepuasan Pelanggan. Jakarta: Gramedia. 

Astuti, M. N. (2019). Pemberdayaan SDM Dalam Meningkatkan Kualitas Pelayanan Di Dinas 

Kearsipan Dan Perpustakaan Kota Jambi. UIN Sultan Thaha Saifudin. 

Atkonson, Pita Z. (2018) Psikologi Umum. Jakarta: Erlangga. 

Bloemer. (2018). “Customer Loyalty in Extended Service Settings”, International Journal of 

Service Industry Management, Vol. 10, No. 3. 

Cant, M. C., & Toit, Michael du. (2018). “Identifying The Factors That Influence Retail 

Customer Loyalty And Capitalising Them”. International Bussiness & Economics 

Research Journal, 11 (11). 

Cardia, Daniel I Nyoman Renatha. (2019). “Pengaruh Kualitas Produk, Harga, Dan Promosi 

Terhadap Keputusan pembelian”. E-Jurnal Manajemen, Vol. 8, No. 11, 2019: 6762-6781 

ISSN: 2302-8912. 



 
The Role Of Organizational Culture In Career Development For Improving Employee Performance At 

Perumda Tirta Pakuan Bogor 

10          MANAGEMENT DYNAMICS - VOLUME. 1, NO. 4, OCTOBER 2024 
 
 
 

Dadi. (2018). Kamus Psikologi. Bandung: Tonis. 

Durianto, D., Sugiarto, & Sitinjak, T. (2021). Strategi Menaklukkan Pasar Melalui Riset 

Ekuitas dan Perilaku Merek, Jakarta: PT. Gramedia Pustaka Utama. 

Erawati, Sherly Hesti. (2020). “Faktor–Faktor Yang Mempengaruhi Loyalitas Konsumen Pada 

Bisnis E-Commerce. INSPIRASI”. Jurnal Ilmu-ilmu Sosial. Vol.17, No.2, 2020. 

Fandi, Tjiptono. (2018). Service, Quality & Satisfaction. Yogyakarta: Andi. 

Fatimah, F. N. D. (2016). Teknik Analisis SWOT. Yogyakarta. Quadrant. 

Gee, R., Coates, G., & Nicholson, M. (2018). “Understanding And Profitably Managing 

Customer Loyalty”. Marketing Intelligence & Planning, 26 (4), 359- 374. 

Gerson, Richard F. (2020). Mengukur Kepuasan Pelanggan. Jakarta: PPM. 

Griffin, Jill. (2018). Customer Loyalty, Menumbuhkan dan Mempertahankan. Kesetiaan 

Pelanggan. Jakarta: Erlangga.  

Hamali, A. Y. (2016). Pemahaman Manajemen Sumber Daya Manusia. Yogyakarta: Center 

For Academic Publishing Service. 

Hasibuan, M. (2016). Manajemen Sumber Daya Manusia, Edisi Revisi. Jakarta: PT. Bumi 

Aksara. 

Hidayat, Imam. (2019). “Pengaruh Bauran Pemasaran, Kualitas Pelayanan Terhadap 

Keputusan Pembelian Pada Kupunya Rumah Mode”. Jurnal Ilmu dan Riset 

Manajemen.Vol. 6. No 4. 

Insana, Dwi Rorin Mauludin. (2020). “Peningkatan Kepuasan Konsumen Melalui Penggunaan 

E-Commerce”. Jurnal Sosio Ekos. Volume 12, No. 2, Agustus 2020, pp. 125-137. 

Irawan, Handi. (2018). 10 Prinsip Kepuasan Pelanggan, Jakarta: Elexmedia Komputindo.   

Irwanto. (2021). Psikologi Umum, Jakarta: PT Gramedia. 

Kadarisman. (2017). Manajemen Pengembangan Sumber Daya Manusia. Jakarta: Raja 

Grafindo Rosada. 

Kotler, Philip dan Gary Armstrong. (2018). Dasar-dasar Pemasaran, Jakarta: Indeks. 

Kotler, Philip. (2018). Manajemen Pemasaran, Jakarta: Indeks. 

Lestari, Dirga dan Maria, S. (2018). Anteseden Pemberdayaan Dan Pengaruhnya Terhadap 

Kinerja Karyawan PDAM di Samarinda dan Kutai Kertanegara (p. Volume 2, Nomor 1, 

Desember 2018). INOBIS: Jurnal Inovasi Bisnis dan Manajemen Indonesia. 

Lindsay, Peter & Donald A. Norman. (2018). Human Information Processing: An Introduction 

to Psychology, New York: McGraw Hill. 

Lindsay, Peter and Donald A. Norman. (2018). Human Information Processing: An 

Introduction to Psychology, New York; Academic Press. 



 
 

 E-ISSN : 3048-4162, P-ISSN : 3048-4154, PAGE. 01-12 
 
 

 

Marwansyah. (2016). Manajemen Sumber Daya Manusia. Bandung: Alfabeta. 

Moenir. (2018). Manajemen Personalia, Jakarta. Bumi Aksara. 

Moris & Moris. (2018). Non-Profit Organization, New York: Productions Theatre Company. 

Mulyana, Dedi. (2020). Ilmu Komunikasi, Bandung: Remaja Rosda Karya. 

Nusantoro, E. (2020). Optimalisasi Pemberdayaan Sumber Daya Manusia Dalam Lingkungan 

Bekerja. Universitas Negeri Semarang. 

Oliver, R. L. (2019). “Whence Customer Loyalty?”. Journal of Marketing, Vol 63, pp 34-44. 

Pepadri, Isman. (2018). “Pricing is the Moment of Truth: All Marketing Comes to Focus in the 

Pricing Decision”, Jurnal Usahawan, No.10, Tahun 31, Oktober 2012: 16-21. 

Permana, Made Virma. (2018). “Peningkatan Kepuasan Pelanggan Melalui Kualitas Produk 

Dan Kualitas Layanan”.  Jurnal Dinamika Manajemen, 4 (2) 2013, 115-131. 

Purnaya, I. G. K (2016). Manajemen Sumber Daya Manusia. Yogyakarta. Andi 

Rahmat, Jalalludin. (2021). Psikologi Komunikasi, Bandung: Remaja Rosda Karya. 

Rangkuti, Freddy. (2018). Riset Pemasaran, Jakarta: PT. Gramedia Pustaka. 

Robbins, Stephen P. (2019). Perilaku Organisasi, Jakarta: PT. Prenhallindo. 

Samosir, Charlie Bernando Halomoan. (2018). “Pengaruh Persepsi Harga Dan Promosi 

Terhadap Keputusan Pembelian Konsumen Produk Enervon-C”. Jurnal Ilmiah 

Manajemen dan Bisnis, Volume 1, Nomor 3, November 2015. 

Sudijono, Anas. (2018). Pengantar Evaluasi Pendidikan, Jakarta: PT. Raja. Grafindo Persada. 

Sugiyono. (2018). Metode Penelitian Administrasi, Bandung: Alfabeta. 

Supranto. (2018). Aspek-aspek Perkembangan Dunia Usaha Indonesia, Jakarta: Bina Cipta. 

Sussela, V. (2017). Pengaruh Kinerja Terhadap Promosi Jabatan Pegawai Di PT. Kuala Jaya 

Samudera Kuala Tanjung Batubara.  Universitas Medan Area. 

Sutrisno, E. (2016). Manajemen Sumber Daya Manusia Cetakan kedelapan. Jakarta. Prenada 

Media Group. 

Suwanto dan Priansa, D. J. (2014). Manajemen SDM Dalam Organisasi Publik Dan Bisnis. 

Bandung: Alfabeta. 

Swastha, Basu dan Ibnu Sukotjo. (2018). Pengantar Bisnis Modern, Yogyakarta: Liberty. 

Taylor, S.A., Celuch, K. and Goodwin, S. (2018). “The Importance of Brand Equity to 

Customer Loyalty.” Journal of Product & Brand Management, Vol.3, h.217-227. 

Thoha, Miftah. (2020). Organisasi, Konsep Dasar dan Aplikasi, Jakarta: Rajawali. 



 
The Role Of Organizational Culture In Career Development For Improving Employee Performance At 

Perumda Tirta Pakuan Bogor 

12          MANAGEMENT DYNAMICS - VOLUME. 1, NO. 4, OCTOBER 2024 
 
 
 

Wahab, D.A. (2018). Manajemen Sumber Daya Manusia Berbasis Global Cetakan ke-1. 

Yogyakarta. Pusaka Fahima. 

Walgito, Bimo. (2018). Pengantar Psikologi Umum, Yogyakarta: Andi Offset. 

Wibowo. (2016). Manajemen Kinerja, Edisi Kelima. Jakarta: PT. Rajagrafindo Persada. 

Wijaya. (2018). “Kajian Model Empiris Perilaku Berwirausaha UKM DIY dan Jawa Tengah”. 

Jurnal Manajemen dan Kewirausahaan. 

Yamit, Zulian. (2018). Manajemen Kualitas Produk dan Jasa, Yogyakarta: Ekonisia. 

Yuliana, Yayuk. (2018). “Upaya Membangun Loyalitas Konsumen Melalui Pendekatan 

Kualitatif Pada Kualitas Produk Dan Kualitas Pelayanan Di Fakultas Ekonomi UMN Al 

Washliyah Medan T.A 2013/2014”. Jurnal Penelitian Pendidikan Sosial Humaniora, Vol. 

2. No. 2 2017. 

Yusuf, Ria Mardiana dan Syarif, D. (2018). Komitmen Organisasi. Makasar : CV.Nas Media 

Pusaka. 

Zeithaml, Valarie A. and Mary Jo Bitner. (2018). Services Marketing, New York: McGraw-

Hill. 

Zins, A. H. (2021). “Relative Attitudes And Commitment In Customer Loyalty Models: Some 

Experiences In The Commercial Airline Industry”. International Journal of Service 

Industry Management, Vol 12 Iss: 3, 269 – 294. 


