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Abstract 

Purpose: This research aims to analyze work discipline, K3 awareness, incentives that influence 
employee work productivity at PT. Bhakti Sari Perkasa with Cirebon Branch. Descriptive 
analysis was carried out by collecting data from 78 employees through a questionnaire 
instrument. 

Research Methodology: The research results show that work discipline does not partially 
affect employee work productivity. Awareness of occupational safety and health partially 
influences employee work productivity by 76.3%. Incentives partially influence employee work 
productivity by 63.3%. Work discipline, awareness of occupational safety and health, and 
incentives simultaneously have a significant influence on employee work productivity of 87.5%. 

Results: These findings indicate the importance of maintaining work discipline, increasing K3 
awareness, and providing appropriate incentives to increase employee work productivity. 

Contribution: Research recommendations include increasing awareness of work discipline, 
strengthening occupational safety and health programs, implementing an effective incentive 
system, as well as further research to understand other factors that can influence employee 
work productivity. 

Keywords: Work discipline, awareness of occupational safety and health, incentives work 
productivity
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1. INTRODUCTION 
Maintaining and improving employee work productivity is a key challenge for companies 

in the labor supply services industry, particularly at PT. Bhakti Sari Perkasa Bersama, a 
company based in Cirebon. Employee productivity is vital for the efficiency and success of the 
company, especially in ensuring the smooth operation of labor-intensive tasks such as mining 
material transportation (Ahmad, 2022; Cascio & Aguinis, 2014). The productivity of employees 
is influenced by several factors, including work discipline, awareness of occupational safety and 
health (K3), and incentive systems (Griffin, 2016; Noe et al., 2017). Understanding how these 
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factors interact and impact productivity can provide valuable insights for better management 
and operational strategies (Landy & Conte, 2016). 

Work discipline plays a crucial role in ensuring regular attendance and adherence to 
schedules, which directly affects the continuity and efficiency of operations (Cascio & Boudreau, 
2015). However, at PT. Bhakti Sari Perkasa Bersama, issues such as irregular attendance and 
inadequate attendance reporting systems have been observed, potentially hindering overall 
productivity (Said et al., 2023). Therefore, understanding the impact of work discipline on 
productivity is essential for addressing these challenges (Griffin, 2016). 

K3 awareness is another critical factor that influences productivity. Occupational safety 
and health programs are essential in reducing workplace accidents and health risks, which in 
turn affects employee absenteeism and work performance (Boudreau et al., 2015; Eyayo, 2014). 
A strong K3 culture can help mitigate these risks, creating a safer working environment and 
enhancing productivity (Said et al., 2023). 

Incentives, both financial and non-financial, are commonly used to motivate employees 
and improve their performance. Well-structured incentive programs are designed to encourage 
higher levels of dedication and focus, ultimately leading to increased productivity (Griffin, 
2016). However, the effectiveness of these programs at PT. Bhakti Sari Perkasa Bersama 
remains uncertain, as there is limited research on the correlation between incentives and 
employee performance within the company's operational context (Landy & Conte, 2016). 

This research aims to explore the interrelationship between work discipline, K3 
awareness, and incentives, and their collective influence on employee productivity at PT. Bhakti 
Sari Perkasa Bersama. By addressing this gap in the literature, the study will provide valuable 
insights into the effectiveness of these factors in improving productivity, which can be used to 
guide policy recommendations and inform human resource management practices (Landy & 
Conte, 2016; Cascio & Aguinis, 2014). 

The main objective of this study is to evaluate how work discipline, K3 awareness, and 
incentives individually and collectively influence employee work productivity. This research is 
particularly relevant in the context of the labor supply services sector, where operational 
efficiency and employee performance are critical to the company's success and competitiveness 
(Landy & Conte, 2016; Griffin, 2016). 

2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
2.1. Literature Review 

Work Discipline 

Work discipline refers to the degree of employee compliance with organizational rules, 
schedules, and behavioral standards in the workplace (Cascio & Aguinis, 2014). Discipline in an 
organizational context is designed to promote regularity, punctuality, and responsibility among 
employees (Okolie & Udom, 2019). It serves as a behavioral control mechanism that ensures 
employees adhere to operational procedures and performance expectations (Griffin, 2016). 

A disciplined workforce contributes to higher operational efficiency by reducing 
absenteeism, lateness, and unproductive time (Laura, 2019). Conversely, low discipline levels 
may lead to disruptions in workflow, reduced coordination, and lower productivity (Harun, 
2022). In the human resource management (HRM) literature, discipline is linked to motivation 
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and organizational commitment, where fair enforcement of rules can enhance employee 
engagement (Covey, 2020). Prior studies, such as Jaya (2019) and Fadhilah (2019), confirm that 
consistent disciplinary policies positively correlate with work productivity in labor-intensive 
industries. 

Occupational Safety and Health (K3) 

Occupational safety and health (OSH or K3) is defined as an interdisciplinary approach 
aimed at preventing work-related injuries, illnesses, and hazards (Burke & Signal, 2010). K3 
initiatives encompass policies, training, and workplace designs intended to maintain employees’ 
physical and psychological well-being (Eyayo, 2014; Niskanen et al., 2012). According to Bamel 
et al. (2020), a strong safety climate significantly influences employee behavior and reduces 
operational risks. 

Empirical studies demonstrate that employees who perceive high workplace safety 
exhibit greater satisfaction, motivation, and productivity (Giawa et al., 2021; Purba & Sukwika, 
2021). The implementation of effective K3 systems also contributes to a positive organizational 
image and compliance with national labor standards (Dharmawan & Kurniawan, 2023). In the 
Indonesian context, the role of K3 is not merely preventive but also strategic in enhancing trust 
between management and workers, which ultimately supports sustainable productivity 
(Hermawan et al., 2023). 

Incentives 

Incentives are tangible or intangible rewards given to motivate employees toward 
achieving specific performance outcomes (Said et al., 2023). Incentive systems encompass 
financial (e.g., bonuses, profit-sharing) and non-financial rewards (e.g., recognition, career 
advancement) that enhance intrinsic and extrinsic motivation (Noe et al., 2017). Effective 
incentive mechanisms align individual goals with organizational objectives, fostering 
productivity and innovation (Ekhsan & Mariyono, 2020). 

Research by Lestari et al. (2021) and Erwin & Rosnaida (2021) indicates that well-
structured incentive programs significantly improve employee morale and output quality. 
However, improper implementation—such as inequitable or opaque reward systems—can 
cause dissatisfaction and counterproductive behavior. Therefore, incentive policies should 
consider individual performance, team contributions, and contextual fairness (Barney, 2021). 

Employee Work Productivity 

Employee work productivity is defined as the level of efficiency and effectiveness 
demonstrated by employees in performing their duties to achieve organizational goals (Landy & 
Conte, 2016). It represents the balance between input utilization and output performance, 
encompassing both quantity and quality aspects (Douglas & Borman, 2016). According to 
Luthans and Youssef-Morgan (2017), productivity is influenced by motivation, workplace 
environment, and psychological capital. 

Prior research supports the premise that productivity is a multidimensional construct, 
affected by both organizational and individual factors (Al Qusaeri, 2023; Prayudi, 2021). High 
productivity is associated with structured work systems, healthy work conditions, and adequate 
incentives (Marginson, 2019). In labor service industries, maintaining productivity requires an 
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integrated management strategy that combines discipline, K3 compliance, and reward 
structures (Ong & Mahazan, 2020). 

2.2. Hypothesis Development  

The development of hypotheses in this study is grounded in behavioral and organizational 
theory, where human performance is affected by motivation, control systems, and 
environmental safety (Luthans & Youssef-Morgan, 2017). Based on the reviewed literature, the 
following hypotheses are proposed: 

Work Discipline and Work Productivity 

Discipline ensures that employees comply with schedules and organizational norms, 
reducing delays and inefficiencies. Studies by Cahyani and Rokhman (2022) and Harun (2022) 
found that employees with higher levels of discipline exhibit better punctuality and task 
completion rates. However, other findings, such as Fadhilah (2019), show that discipline alone 
may not be sufficient to enhance productivity without motivational support. Therefore, the 
relationship may vary based on organizational context. 

H1: Work discipline has a significant positive effect on employee work productivity. 

Occupational Safety and Health (K3) and Work Productivity 

A strong K3 culture enhances employees’ sense of security and reduces absenteeism due 
to illness or injury, thereby improving performance outcomes (Burke & Signal, 2010; Purba & 
Sukwika, 2021). According to Kutni et al. (2023), employees who feel protected at work 
demonstrate greater focus, efficiency, and psychological comfort, leading to higher productivity 
levels. 

H2: Occupational safety and health (K3) awareness has a significant positive effect on employee 
work productivity. 

Incentives and Work Productivity 

Incentive systems motivate employees to increase effort and maintain consistent 
performance (Said et al., 2023). Empirical findings by Lestari et al. (2021) and Erwin and 
Rosnaida (2021) demonstrate that both financial and non-financial rewards significantly 
influence employee productivity. Incentives that are transparent and aligned with individual 
contributions foster satisfaction and retention (Dharmawan & Kurniawan, 2023). 

H3: Incentives have a significant positive effect on employee work productivity. 

Work Discipline, K3, and Incentives on Work Productivity 

While each variable influences productivity independently, their combined effect may 
create a synergistic impact. Consistent discipline ensures operational regularity, K3 ensures 
safety and stability, and incentives maintain motivation. This integrated framework aligns with 
the contingency theory in HRM, emphasizing contextual alignment among human, technical, and 
motivational factors (Pang et al., 2020). 

H4: Work discipline, occupational safety and health (K3), and incentives simultaneously have a 
significant positive effect on employee work productivity. 
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Conceptual Framework 

Based on the reviewed literature, the conceptual model of this research can be visualized 
as follows: 

 

 

 

 

 

Figure 1. Reseach Framework 

 

3. RESEARCH METHODOLOGY 
3.1. Research Design 

This study adopts a quantitative survey-based approach with a descriptive and 
associative design. The purpose of this research is to examine the effect of work discipline, 
occupational safety and health (K3) awareness, and incentives on employee work productivity 
at PT. Bhakti Sari Perkasa Bersama, Cirebon Branch. The study employs a non-experimental 
design, as the variables are not manipulated but observed as they naturally occur within the 
organizational context (Neuman, 2014). The associative design aims to identify both the partial 
and simultaneous relationships among the independent and dependent variables. 

The theoretical foundation of this research is based on behavioral control theory, 
motivation theory, and occupational safety models, emphasizing that employee productivity 
results from the interaction between discipline enforcement, environmental safety, and 
motivational reinforcement (Luthans & Youssef-Morgan, 2017; Pang et al., 2020). 

3.2. Population and Sampling Technique 

The population of this study comprises all employees of PT. Bhakti Sari Perkasa Bersama, 
Cirebon Branch, totaling 356 employees across administrative, operational, and logistics 
divisions. Considering the relatively moderate population size, the sample was determined 
using the Slovin formula with a margin of error of 10%, resulting in 78 respondents. 

A simple random sampling technique was used to ensure equal opportunity for all 
employees to participate in the survey, thereby minimizing selection bias (Sugiyono, 2015). This 
approach is appropriate because the employees share similar job characteristics, ensuring data 
homogeneity across respondents. 

 

3.3. Data Collection Method 

Work Discipline (X1) 

Occupational Safety 

and Health (K3) (X2) 

Incentives (X3) 

Incentives (X3) 

Employee Work 

Productivity (Y) 
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Primary data were collected using a structured questionnaire survey distributed 
physically and electronically via Google Forms. Secondary data were obtained from the 
company’s HR records, attendance logs, and productivity reports to ensure cross-validation of 
responses. 

The questionnaire was designed using a five-point Likert scale ranging from “Strongly 
Disagree (1)” to “Strongly Agree (5)” to measure each construct quantitatively. Prior to 
distribution, a pilot test involving 10 respondents was conducted to ensure instrument clarity 
and internal consistency. Adjustments were made based on pilot feedback. 

3.4. Research Instrument and Variables 

The research instrument was developed based on validated constructs from prior studies: 

Table 1. Research Instrument 

Variable Indicator Source 

Work Discipline (X1) 
Attendance, compliance with rules, 
punctuality, and responsibility 

(Cascio & Aguinis, 2014; 
Laura, 2019) 

Occupational Safety and 
Health (K3) (X2) 

Safety training, use of protective 
equipment, risk awareness, management 
supervision 

(Burke & Signal, 2010; 
Purba & Sukwika, 2021) 

Incentives (X3) 
Financial bonuses, recognition, promotion, 
non-financial motivation 

(Said et al., 2023; Lestari 
et al., 2021) 

Employee Work 
Productivity (Y) 

Work efficiency, task completion, quality of 
output, achievement of targets 

(Landy & Conte, 2016; 
Barney, 2021) 

Each variable was operationalized into multiple questionnaire items following a Likert-
scale format to enable parametric analysis using regression techniques. 

All statistical analyses were conducted using IBM SPSS Statistics version 26 (2021). This 
software was chosen for its reliability in handling regression, correlation, and classical 
assumption tests. Data cleaning, coding, and transformation were performed using Microsoft 
Excel 2021. 

3.5. Data Analysis Technique 

The data analysis process followed a multi-stage statistical procedure, comprising: 

1. Validity and Reliability Testing 

o Validity: Using Pearson Product-Moment Correlation to test the item-total 
correlation. Items with ( r_{count} > r_{table} (0.2242)  were considered valid. 

o Reliability: Using Cronbach’s Alpha, with acceptable reliability if (alpha > 0.60 ) 
(Ghozali, 2015). 

2. Classical Assumption Tests 
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o Normality Test: Kolmogorov–Smirnov test to ensure residuals follow normal 
distribution. 

o Multicollinearity Test: Based on Variance Inflation Factor (VIF < 10) and Tolerance 
(> 0.10). 

o Heteroscedasticity Test: Conducted using the Glejser method to verify 
homoscedasticity. 

3. Multiple Linear Regression Analysis 

The regression model used is: 

Y=β0+β1X1+β2X2+β3X3+ε 

where: 
𝑌= Employee work productivity, 
𝑋1= Work discipline, 
𝑋2= Occupational safety and health (K3), 
𝑋3= Incentives. 

4. Hypothesis Testing 

o t-test (Partial Test): To evaluate the individual influence of each independent 
variable. 

o F-test (Simultaneous Test): To test whether all independent variables jointly affect the 
dependent variable. 

o Coefficient of Determination (Adjusted R²): To assess the explanatory power of the 
model. 

All tests were conducted at a 95% confidence level (α = 0.05). 

 

3.6. Research Assumptions and Limitations 

This study assumes that: 

1. Respondents provided honest and accurate responses to the questionnaire items. 

2. The organizational policies and incentive structures during the survey period remained 
constant. 

3. All variables were measured independently without mutual interference. 

Limitations include the cross-sectional design, which restricts causal inference, and the 
focus on one company, which may limit generalizability. Future research could extend this 
model using structural equation modeling (SEM-PLS) to validate latent constructs more 
comprehensively. 
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3.7. Ethical Considerations 

Prior to data collection, informed consent was obtained from all participants. 
Respondents were assured of anonymity and confidentiality, in accordance with ethical 
research standards (American Psychological Association, 2020). The study posed no physical or 
psychological risk to participants. 

4. RESULTS AND DISCUSSIONS 
4.1. Results 

4.1.1. Validity and Reliability Test 

To ensure the research instrument’s precision, validity and reliability tests were 
conducted. Validity was assessed using the Pearson Product Moment, while reliability was 
measured using Cronbach’s Alpha (α). 

Table 2. Validity and Reliability Test Results 

Variable 
Number of 

Items 
Validity (r-count > 

0.2242) 
Cronbach’s Alpha 

(α) 
Interpretation 

Work Discipline  8 All items valid 0.884 Reliable 

K3 Awareness  8 All items valid 0.863 Reliable 

Incentives  8 All items valid 0.890 Reliable 

Work 
Productivity  

8 All items valid 0.875 Reliable 

Source: Primary Data Processed, 2025 

All constructs show α > 0.60, indicating the questionnaire is statistically reliable (Ghozali, 2015). 
Thus, the measurement instruments are both valid and consistent for further analysis. 

4.1.2. Classical Assumption Test 

The classical assumption tests—normality, multicollinearity, and heteroscedasticity—
were performed to ensure that regression analysis meets the BLUE (Best Linear Unbiased 
Estimator) criteria. 

Table 2. Summary of Classical Assumption Test Results 

Test Type Indicator Result Criteria Conclusion 

Normality 
Kolmogorov-Smirnov Sig. = 
0.000 

p < 
0.05 

Normally distributed 
residuals 

Normal 

Multicollinearity 
VIF (X1=4.63; X2=1.88; 
X3=4.74) 

VIF < 
10 

No multicollinearity Passed 

Heteroscedasticity 
Sig. (X1=0.312; X2=0.260; 
X3=0.557) 

p > 
0.05 

Homoscedastic Passed 

Source: Primary Data Processed, 2025 

The data meet all classical assumption requirements, validating the use of multiple linear 
regression. 
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4.1.3. Multiple Linear Regression Analysis 

The relationship between independent variables (Work Discipline, K3 Awareness, 
Incentives) and the dependent variable (Work Productivity) was analyzed using multiple 
regression. 

Table 4. Coefficients of Multiple Linear Regression 

Variable 
Unstandardized Coefficient 

(B) 
Std. 

Error 
t-

value 
Sig. Interpretation 

Constant 5.179 3.405 1.521 0.133 — 

Work Discipline 
(X1) 

-0.505 0.118 -4.287 0.000 
Significant 
(negative) 

K3 Awareness (X2) 0.840 0.071 11.823 0.000 
Significant 
(positive) 

Incentives (X3) 0.780 0.102 7.645 0.000 
Significant 
(positive) 

Source: SPSS Output, 2025 

Regression Model: 

𝑌 = 5.179 − 0.505𝑋1 + 0.840𝑋2 + 0.780𝑋3 

Interpretation: 

• Work Discipline (X1) shows a negative but significant effect on productivity, implying 
that excessive rule enforcement may reduce motivation. 

• K3 Awareness (X2) and Incentives (X3) have strong positive effects, reinforcing that 
safety assurance and reward mechanisms are key productivity drivers. 

4.1.4. Determination Coefficient (R²) 

Table 4. Model Summary 

Model R R² Adjusted R² Std. Error of Estimate 

1 0.935 0.875 0.870 2.613 

Source: SPSS Output, 2025 

The Adjusted R² value of 0.870 indicates that 87% of the variation in employee work 
productivity is explained by Work Discipline, K3 Awareness, and Incentives, while the 
remaining 13% is influenced by other unobserved factors. 

4.1.5. Simultaneous F-Test 

Table 5. ANOVA (F-Test) 

Source Sum of Squares df Mean Square F Sig. 

Regression 3539.664 3 1179.888 172.836 0.000 

Residual 505.169 74 6.827 — — 

https://portal.xjurnal.com/index.php/REMICS/index


 

Journal Of Resource Management, Economics And Business (REMIC) | 2025 
21  
 

Journal Of Resource Management, Economics And Business

 
e-ISSN 2963-0266 

https://portal.xjurnal.com/index.php/REMICS/index 
Volume: 4 Issue: 3 Year: 2025 

https://doi.org/10.58468/remics.v4i3.84   
 

Source Sum of Squares df Mean Square F Sig. 

Total 4044.833 77 — — — 

Source: SPSS Output, 2025 

Since Sig. = 0.000 < 0.05 and F = 172.836 > 3.96, all independent variables collectively have a 
significant influence on employee productivity. 

4.2 Discussions 

The findings provide strong empirical evidence that employee productivity in PT. Bhakti Sari 
Perkasa Bersama is largely driven by behavioral, safety, and motivational factors. The 
discussions below link these findings to existing theoretical and empirical frameworks. 

4.2.1. Effect of Work Discipline on Employee Productivity 

The negative but significant relationship between work discipline and productivity suggests 
that rigid or punitive disciplinary systems may reduce intrinsic motivation. This aligns with 
Covey (2020) and Griffin (2016), who emphasize that discipline must be balanced with 
autonomy and trust to sustain performance. However, this result diverges from Jaya (2019) and 
Cahyani & Rokhman (2022), who found a positive link, indicating that contextual differences—
such as company culture and employee demographics—play a critical role. 

4.2.2. Effect of Occupational Safety and Health (K3) Awareness on Employee Productivity 

The positive and significant influence of K3 awareness (β = 0.840, p < 0.001) confirms that 
employees perform better when they feel physically and psychologically safe. This supports the 
Safety Climate Model (Burke & Signal, 2010) and Maslow’s Hierarchy of Needs, where safety 
forms a fundamental motivational driver. 

Similar findings were reported by Purba & Sukwika (2021) and Dharmawan & Kurniawan 
(2023), who observed that effective safety management enhances concentration, reduces 
absenteeism, and improves output quality. In the industrial context of PT. Bhakti Sari Perkasa 
Bersama, regular K3 training, availability of PPE (personal protective equipment), and 
supervisory support contribute to increased morale and work commitment. 

4.2.3. Effect of Incentives on Employee Productivity 

The incentive variable (β = 0.780, p < 0.001) positively affects productivity, reinforcing 
Vroom’s Expectancy Theory, which posits that employees exert more effort when rewards are 
perceived as desirable. 

This finding corroborates prior works by Lestari et al. (2021) and Erwin & Rosnaida 
(2021), where financial and non-financial incentives enhanced job performance. In PT. Bhakti 
Sari Perkasa Bersama, transparent and equitable incentive systems—such as bonuses and 
recognition programs—strengthen employees’ sense of fairness and loyalty, which ultimately 
boosts organizational performance. 

4.2.4. Joint Influence of Work Discipline, K3, and Incentives 

The F-test results confirm that these three factors collectively contribute significantly to 
productivity (R² = 0.875). This supports the Contingency Theory of Organizational Performance 
(Pang et al., 2020), which emphasizes that human, structural, and motivational factors interact 
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dynamically to determine efficiency outcomes. Moreover, this synergistic relationship implies 
that discipline without motivation is ineffective, and safety without incentives lacks 
sustainability. The study thus reinforces the importance of integrated HRM systems that align 
control mechanisms (discipline), protection systems (K3), and motivational levers (incentives). 

4.2.5. Theoretical and Practical Implications 

Theoretically, this study enriches the HRM and organizational behavior literature by 
validating that productivity is a multidimensional construct influenced by psychological safety, 
behavioral regulation, and motivational reinforcement. Practically, it offers guidance for 
management to: 

1. Implement participative discipline policies rather than rigid enforcement. 

2. Enhance safety culture programs emphasizing employee involvement. 

3. Design transparent incentive systems based on measurable performance metrics. 

These combined approaches contribute not only to productivity but also to employee well-being 
and organizational sustainability. 

5. CONCLUSION 
Work discipline has a negative but significant effect on employee productivity. Excessive 

or punitive disciplinary enforcement may reduce intrinsic motivation, suggesting that discipline 
must be applied with fairness and participatory engagement. 

Occupational safety and health (K3) awareness has a positive and significant effect on 
productivity. Employees who perceive a safe working environment exhibit higher 
concentration, lower absenteeism, and greater job satisfaction. 

Incentives have a positive and significant influence on productivity. Both financial and 
non-financial rewards effectively enhance employee motivation, commitment, and performance 
outcomes. 

Collectively, work discipline, K3 awareness, and incentives explain 87% (Adjusted R² = 
0.870) of the variation in employee productivity, indicating a strong integrated relationship 
between behavioral control, safety culture, and motivational systems. 

These results fulfill the research objectives by empirically validating that employee 
productivity is not solely determined by compliance but by the synergistic interaction of 
discipline, safety, and motivation. Hence, the study reinforces the theoretical foundation of 
behavioral control theory, safety climate theory, and expectancy theory of motivation as 
effective frameworks for explaining productivity dynamics in labor-intensive organizations. 

LIMITATION AND STUDY FORWARD 
Despite its empirical robustness, this study has several limitations that must be 

acknowledged: 

1. The research was conducted exclusively at PT. Bhakti Sari Perkasa Bersama, which may 
limit the generalizability of findings to other industrial sectors or geographic regions. 

2. Data were collected at one point in time, restricting the ability to infer causality or track 
changes in productivity over time. 
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3. The use of questionnaire-based responses may introduce response bias, as employees 
could overstate or understate their perceptions due to social desirability factors. 

4. Only three independent variables (discipline, K3, incentives) were analyzed, while other 
potential determinants—such as leadership style, organizational culture, and 
psychological capital—were not included. 

5. The absence of qualitative exploration (e.g., interviews or focus groups) limits the depth 
of understanding regarding employee perceptions and contextual nuances. 

These limitations indicate the need for a more diverse methodological and contextual 
approach in future investigations. 

 

Study Forward 

Building on the limitations above, several research directions are recommended to 
strengthen future studies: 

1. Expanding Research Contexts: Future research should include multiple organizations 
across various sectors (manufacturing, logistics, and services) to enhance external 
validity and generalizability. 

2. Longitudinal Approach: Implementing a longitudinal design would allow researchers to 
observe changes in employee productivity over time, especially before and after HR 
interventions or policy shifts. 

3. Inclusion of Mediating or Moderating Variables: Future models could incorporate 
variables such as job satisfaction, organizational commitment, or psychological capital 
as mediators or moderators to better understand causal mechanisms. 

4. Integration of Qualitative Methods: Combining survey data with interviews, focus group 
discussions (FGD), or ethnographic observation could yield richer insights into 
employee experiences and behavioral drivers. 

5. Technology and Digital Safety: With the rise of Industry 4.0, subsequent studies should 
explore how digital work monitoring, e-safety systems, and AI-based performance 
analytics influence work discipline and productivity. 

6. Comparative Cross-Cultural Studies: Investigating similar variables across different 
regions or countries could uncover cultural variations in how discipline, safety, and 
incentives interact to affect productivity. 

By addressing these directions, future research can contribute to a more holistic and 
dynamic understanding of human resource management in the context of occupational safety, 
behavioral control, and motivational systems. 

 

REFERENCES 
Ahmad, F. (2022). Implementation of occupational safety and health (K3) for increasing 

employee productivity. Jurnal Economic Resources, 5(2), 45–58. 

https://portal.xjurnal.com/index.php/REMICS/index


 

Journal Of Resource Management, Economics And Business (REMIC) | 2025 
24  
 

Journal Of Resource Management, Economics And Business

 
e-ISSN 2963-0266 

https://portal.xjurnal.com/index.php/REMICS/index 
Volume: 4 Issue: 3 Year: 2025 

https://doi.org/10.58468/remics.v4i3.84   
 

Al Qusaeri, M. A. (2023). Mengoptimalkan produktivitas tim melalui manajemen sumber daya 

manusia yang efektif. World Management, 1(2), 12–24. 

Anggoro, W., Indarti, S., & Efni, Y. (2022). Pengaruh penerapan K3 dan komitmen karyawan 

terhadap kepuasan kerja dan produktivitas kerja karyawan bagian produksi PT. Sari 

Lembah Subur Pelalawan. Jurnal Daya Saing, 8(3), 402–415. 

Arikunto, S. (2016). Prosedur penelitian: Suatu pendekatan praktik. Rineka Cipta. 

Astanti, D. (2021). Pengaruh kompensasi, keselamatan dan kesehatan kerja (K3) dan beban 

kerja terhadap kepuasan kerja karyawan PT. Surya Mandiri Jaya Tangerang. Jurnal Ilmu 

Manajemen, 9(1), 33–42. 

Augusty, F. (2014). Metode penelitian manajemen: Pedoman penelitian untuk skripsi, tesis, dan 

disertasi ilmu manajemen. Universitas Diponegoro Press. 

Bamel, U. K., Pandey, R., & Gupta, A. (2020). Safety climate: Systematic literature network 

analysis of 38 years (1980–2018) of research. Accident Analysis & Prevention, 135, 

105387. https://doi.org/10.1016/j.aap.2019.105387 

Barney, M. (2021). The Society for Industrial and Organizational Psychology. Annual Review of 

Industrial Psychology, 3(1), 15–28. 

Boudreau, J. W., Cascio, W. F., Conger, J. A., Lawler, E. E., Lewin, D., Ulrich, D., Vicere, A. A., & 

Welbourne, T. M. (2015). Pursue insight: The human resources emerging executive. Three 

Rivers Press. 

Burke, M. J., & Signal, S. M. (2010). Workplace safety: A multilevel, interdisciplinary perspective. 

In Research in Personnel and Human Resources Management (Vol. 29, pp. 1–47). Emerald 

Group Publishing Limited. 

Cahyani, F. N., & Rokhman, N. (2022). Pengaruh kepemimpinan dan absensi fingerprint 

terhadap produktivitas kerja karyawan PT. Komitrando Gunungkidul dengan disiplin 

kerja sebagai variabel moderating. Cakrawangsa Bisnis: Jurnal Ilmiah Mahasiswa, 2(2), 

233–243. 

Cascio, W. F., & Aguinis, H. (2014). Applied psychology in human resource management (7th ed.). 

Pearson Education. 

Covey, S. R. (2020). The 7 habits of highly effective people. Simon & Schuster. 

Dharmawan, F., & Kurniawan, D. (2023). Influence of work motivation, occupational health and 

safety on employee performance of PT. Cipta Abadi Jaya Trans with job satisfaction as 

mediating variable. Journal of Accounting and Finance Management, 4(1), 95–103. 

Ekhsan, M., & Mariyono, R. (2020). Pengaruh gaya kepemimpinan islami, budaya organisasi 

islami, dan insentif terhadap produktivitas kerja karyawan PT Yanmar Indonesia. Jesya: 

Jurnal Ekonomi dan Ekonomi Syariah, 3(2), 265–275. 

Erwin, E., & Rosnaida, R. (2021). Pengaruh pengalaman kerja, kepuasan kerja, dan insentif 

terhadap produktivitas kerja karyawan di PDAM Tirta Kualo Kota Tanjungbalai. Jurnal 

Manajemen Ekonomi Sains (MES), 2(2), 78–88. 

https://portal.xjurnal.com/index.php/REMICS/index
https://doi.org/10.1016/j.aap.2019.105387


 

Journal Of Resource Management, Economics And Business (REMIC) | 2025 
25  
 

Journal Of Resource Management, Economics And Business

 
e-ISSN 2963-0266 

https://portal.xjurnal.com/index.php/REMICS/index 
Volume: 4 Issue: 3 Year: 2025 

https://doi.org/10.58468/remics.v4i3.84   
 

Eyayo, F. (2014). Evaluation of occupational health hazards among oil industry workers: A case 

study of refinery workers. IOSR Journal of Environmental Science, 8(2), 2319–2399. 

Fadhilah, R. L. (2019). Pengaruh keselamatan dan kesehatan kerja (K3), lingkungan kerja, 

disiplin kerja, dan kompensasi terhadap produktivitas kerja karyawan (Studi kasus pada 

PT Djasa Ubersakti). Jurnal Ekonomi dan Bisnis Islam, 5(1), 20–31. 

Fahriza, E. R. (2023). Pengaruh motivasi, disiplin kerja, dan kompensasi terhadap produktivitas 

karyawan (Studi kasus Ramayana Agro Mandiri). Jurnal Manajemen Bisnis, 4(1), 55–67. 

Ghozali, I. (2015). Aplikasi analisis multivariate dengan program IBM SPSS 23. Badan Penerbit 

Universitas Diponegoro. 

Giawa, E., Rifai, A., & Daryanto, E. (2021). Pengaruh keselamatan dan kesehatan kerja (K3) 

terhadap kedisiplinan penggunaan alat pelindung diri (APD) di PT Wika Beton Tbk Sumut 

tahun 2020. Journal of Healthcare Technology and Medicine, 7(1), 25–40. 

Griffin, R. W. (2016). Fundamentals of management. Cengage Learning. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2014). A primer on partial least squares 

structural equation modeling (PLS-SEM). SAGE Publications. 

Harun, M. H. (2022). Keselamatan kerja, kesehatan kerja, disiplin kerja, dan produktivitas 

karyawan. Jurnal Ilmiah Ekonomi Bisnis, 8(3), 460–474. 

Hermawan, H., Meilina, R., & Soedjoko, D. K. H. (2023). Pengaruh kedisiplinan, kesehatan dan 

keselamatan kerja (K3), dan lingkungan kerja terhadap kinerja karyawan pada CV Hafidz 

Buana Abadi. Simposium Nasional Manajemen dan Bisnis (SIMANIS), 2, 965–973. 

Jaya, A. A. N. (2019). Pengaruh pelaksanaan program keselamatan, kesehatan kerja (K3) dan 

disiplin kerja terhadap produktivitas kerja karyawan pada PT Perkebunan Nusantara XII 

(Persero) Kebun Mumbul. Jurnal Manajemen dan Bisnis, 24(1), 54–69. 

Kutni, D., Carlo, N., & Utama, W. P. (2023). Identifikasi faktor-faktor iklim keselamatan kerja 

terhadap kinerja keselamatan kerja pada proyek konstruksi di Provinsi Jambi. Jurnal 

Talenta Sipil, 6(2), 305–316. 

Landy, F. J., & Conte, J. M. (2016). Work in the 21st century: An introduction to industrial and 

organizational psychology (4th ed.). John Wiley & Sons. 

Laura, N. (2019). Pengaruh kepemimpinan dan penerapan model absensi fingerprint terhadap 

produktivitas kerja dengan disiplin kerja sebagai variabel moderating. Business 

Management Journal, 15(1), 33–44. 

Lestari, A. R., Firdaus, M. A., & Rinda, R. T. (2021). Pengaruh penghargaan dan insentif terhadap 

produktivitas kerja karyawan. Manager: Jurnal Ilmu Manajemen, 4(1), 28–33. 

Luthans, F., & Youssef-Morgan, C. M. (2017). Psychological capital: An evidence-based positive 

approach. Annual Review of Organizational Psychology and Organizational Behavior, 4(1), 

339–366. https://doi.org/10.1146/annurev-orgpsych-032516-113324 

https://portal.xjurnal.com/index.php/REMICS/index
https://doi.org/10.1146/annurev-orgpsych-032516-113324


 

Journal Of Resource Management, Economics And Business (REMIC) | 2025 
26  
 

Journal Of Resource Management, Economics And Business

 
e-ISSN 2963-0266 

https://portal.xjurnal.com/index.php/REMICS/index 
Volume: 4 Issue: 3 Year: 2025 

https://doi.org/10.58468/remics.v4i3.84   
 

Marginson, S. (2019). Limitations of human capital theory. Studies in Higher Education, 44(2), 

287–301. https://doi.org/10.1080/03075079.2017.1359823 

Moores, E., Birdi, G. K., & Higson, H. E. (2019). Determinants of university students’ attendance. 

Educational Research, 61(4), 371–387. https://doi.org/10.1080/00131881.2019.1677189 

Neuman, W. L. (2014). Social research methods: Qualitative and quantitative approaches (7th 

ed.). Pearson Education Limited. 

Niskanen, T., Naumanen, P., & Hirvonen, M. L. (2012). An evaluation of EU legislation concerning 

risk assessment and preventive measures in occupational safety and health. Applied 

Ergonomics, 43(5), 829–842. 

Noe, R., Hollenbeck, J., Gerhart, B., & Wright, P. (2017). Human resource management: Gaining a 

competitive advantage (10th Global ed.). McGraw-Hill Education. 

Okolie, U. C., & Udom, I. D. (2019). Disciplinary actions and procedures at workplace: The role of 

HR managers. Journal of Economics and Management Research, 90(8), 90–105. 

Ong, J. O., & Mahazan, M. (2020). Strategi pengelolaan SDM dalam peningkatan kinerja 

perusahaan berkelanjutan di era industri 4.0. Business Economic, Communication, and 

Social Sciences Journal (BECOSS), 2(1), 159–168. 

Pang, A., Jin, Y., Kim, S., & Cameron, G. T. (2020). Contingency theory: Evolution from a public 

relations theory to a theory of strategic conflict management. Crisis Communication, 23(1), 

141–155. 

Prayudi, A. (2021). Kepuasan kerja dan motivasi kerja pengaruhnya terhadap produktivitas 

kerja karyawan PD. Pembangunan Kota Medan. Jurnal Ilmu Manajemen Methonomix, 4(2), 

75–84. 

Purba, S. U., & Sukwika, T. (2021). Pengaruh program keselamatan dan kesehatan kerja 

terhadap produktivitas kerja pada divisi proyek. Journal of Applied Management Research, 

1(1), 66–77. 

Rahmanti, F. T., & Hendarti, Y. (2021). Pengaruh pengalaman kerja, upah dan jaminan sosial 

terhadap produktivitas kerja karyawan staf administrasi pada Rumah Sakit Universitas 

Sebelas Maret Surakarta. Smooting: Jurnal Ekonomi dan Bisnis, 19(3), 206–213. 

Rohimah, A. (2019). Pengaruh keselamatan dan kesehatan kerja (K3) serta disiplin kerja 

terhadap produktivitas kerja karyawan di PGT Sukun, Pulung Ponorogo. Jurnal 

Manajemen dan Bisnis Islam, 3(2), 144–158. 

Rospela, I., & Herlina, E. (2022). Competence, communication, occupational safety, and health on 

employee performance at PT Adhi Guna Putera. Journal of Resource Management, 

Economics and Business, 1(2), 43–54. 

Said, M., Nadhiroh, U., & Syahputra, E. (2023). Pengaruh SOP, gaji, dan insentif terhadap kinerja 

pendidik di Lembaga Kursus Peace Pare. Maslahah: Jurnal Manajemen dan Ekonomi 

Syariah, 1(3), 305–320. 

Sugiyono. (2015). Metode penelitian kuantitatif, kualitatif, dan R&D. Alfabeta. 

https://portal.xjurnal.com/index.php/REMICS/index
https://doi.org/10.1080/03075079.2017.1359823
https://doi.org/10.1080/00131881.2019.1677189


 

Journal Of Resource Management, Economics And Business (REMIC) | 2025 
27  
 

Journal Of Resource Management, Economics And Business

 
e-ISSN 2963-0266 

https://portal.xjurnal.com/index.php/REMICS/index 
Volume: 4 Issue: 3 Year: 2025 

https://doi.org/10.58468/remics.v4i3.84   
 

Suliyanto. (2016). Ekonometrika terapan: Teori dan aplikasi dengan SPSS. Andi Offset. 

Suliyanto. (2018). Metode penelitian bisnis untuk skripsi, tesis & disertasi. Andi Publisher. 

Umar, H. (2014). Metode penelitian untuk skripsi dan tesis bisnis (2nd ed.). RajaGrafindo Persada. 

https://portal.xjurnal.com/index.php/REMICS/index

