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Abstract. The purpose of this research is to analyze and prove the influence of
discipline, motivation, and organizational commitment on employee performance. For
three months the research was carried out, starting from January to March 2022 at the
Regional Secretariat of the Kupang City Government. This research belongs to the type
of quantitative research using primary data collected through filling out questionnaires
(closed questions using a Likert scale) for 60 days of data collection. The population in
this study was 1034 employees. The number of research samples was 288 respondents
which were determined by proportional stratified random sampling and the Slovin
technique. Data analysis used multiple linear regression analysis using SPSS version 25
application tools. The results showed that there was a strong and significant influence
between discipline, motivation, and organizational commitment variables on employee
performance at the Regional Secretariat of the Kupang City Government with a
coefficient of determination of 89.4%.

Keywords: Discipline; Motivation; Organizational commitment; Performance.

Abstrak. Tujuan penelitian adalah menganalisis dan membuktikan pengaruh disiplin,
motivasi dan komitmen organisasi terhadap kinerja pegawai. Selama tiga bulan
penelitian dilaksanakan, yaitu mulai Januari-Maret 2022 di Sekretariat Daerah
Pemerintah Kota Kupang. Penelitian ini tergolong dalam jenis penelitian kuantitatif
menggunakan data primer yang dikumpulkan melalui pengisian kuisioner (pertanyaan
tertutup menggunakan skala Likert) selama 60 hari pengambilan data. Populasi dalam
penelitian ini sebanyak 1.034 pegawai. Jumlah sampel penelitian sebanyak 288
responden yang ditentukan secara proportional stratified random sampling dan teknik
Slovin. Analisis data menggunakan teknik analisis regresi linear berganda memakai
tools aplikasi SPSS versi 23. Hasil penelitian menunjukkan bahwa ada pengaruh yang
kuat dan signifikan antara variabel disiplin, motivasi dan komitmen organisasi
terhadap kinerja pegawai di Sekretariat Daerah Pemerintah Kota Kupang dengan
koefisien determinasi sebesar 89,4%.

Kata kunci: Disiplin; Motivasi; Komitmen organisasional, Kinerja.




BACKGROUND

Every government employee by Article 3 of Law Number 5 of 2014 concerning
State Civil Apparatus, in carrying out work must be based on the principles of basic
values, code of ethics and conduct, commitment, moral integrity, and responsibility for
public services, competencies required under the field of duty, academic qualifications,
a guarantee of legal protection in carrying out duties, and professionalism of the
position. The implementation of these principles will be measured or assessed from the
performance of government employees in carrying out their assigned duties and
responsibilities.

Juridically it reads Article 1 para h (1) of Law Number 5 of 2014, the
government employee referred to is the State Civil Apparatus, abbreviated as ASN,
which is a profession for civil servants and government employees with work
agreements who work for government agencies. Thus, the task of public services from
the government to the community is the responsibility of government employees called
ASN. The performance of governmerfflemployees in Indonesia is currently a public
concern because it is still not optimal in carrying out the duties and responsibilities of
government services to service recipients, namely the community. The results of several
surveys and research conducted by several survey institutions and researchers report
that the performance of government employees in Indonesia is still in the poor category.

Badan Kepegawaian Nasional Republik Indonesia (2019) released the
performance of ASN in Indonesia which was classified as a good performer only at
20%, and the remaining 80% was still categorized as bad and very bad (Habaora et al.,
2021). This information is getting worse when compared to the report of the
Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi Republik
Indonesia (2018) that as many as 1.35 million ASN (30%) from the aspect of achieving
ASN performance are still categorized as very poor (Riwukore et al., 2021). If traced
further, data on the poor performance of ASN has been previously reported by several
international survey institutions, including the Political and Economic Risk Consultancy
in 1999 which reported the worst performance of government employees in Indonesia in
the world with a scale of 8.0 out of a total scale of 10.0 for the worst scale (Komara,
2019).

IFC: Doing Business Report 2013 stated that the performance of ASN in
Indonesia was the worst in terms of public services in the world because in 2007 it was
in the 123rd position in the world but 2013 it was in the 128th position in the world
(Fauza & Wismantoro, 2014). Institute for Management of Development, Swiss, World
Competitiveness Book in 2007 op.cit. Riwukore (2010:6-7) released the performance of
Indonesian ASN in 2005 with the lowest work productivity in the world or ranked 59th
out of 60 countries surveyed, much worse than in 2001 (ranked 46th out of 60
countries), still far behind other Asian countries such as Singapore (1), Thailand (27),
Malaysia (28), Korea (29), China (31), India (39), and the Philippines (49). This order is
also related to the ranking of ASN performance in Indonesia from 60 countries in the
world on the dimensions of economic performance (60), business efficiency (59), and
government efficiency (55). Thus it can be concluded that the performance of ASN in
Indonesia from time to time is decreasing or deteriorating.

Several phenomena related to the low performance of government employees in
Indonesia certainly affect the performance of local government employees, one of




which is the Kupang City Government. Riwukore & Habaora (2019) reported that the
low performance of employees in the Kupang City Government, especially at the
Kupang City Cleanliness and Environment Service, caused Kupang City to become the
Sth dirtiest city nationwide. Riwukore & Habaora (2019b) explained that the city of
Kupang as the dirtiest city was greatly influenced by the low performance of
government employees. Taolin (2019) through the news of Focus Nusa Tenggara
reported that the Kupang City Government fired 369 employees who performed poorly,
and one of the main reasons was lazy employees. Info Pena (2019) reports that the
Mayor of Kupang fired employees to the head of the Kupang City Transportation
Service Office for disobeying the organization's regulations. These things indicate that
the performance of employees in the Kupang City Government still shows the
phenomenon of low employee performance.

Aspects of discipline, motivation, and commitment influence employee
performance. Feel et al. (2018) reported that discipline has a donant contribution to
employee performance. Harahap & Tirtayasa (2020) reported that motivation has a
partial and simultancous influence on employee performance. Ginanjar & Berliana
(2021) reported that organizational commitment has a positive and significant effect on
employee performance with a strong relationship level of determination of 59.9%. Thus
discipline, motivation, and organizational commitment are known to affect the
performance of government employees or ASN. Riwukore et al. (2021) state that the
better the discipline and work motivation of an employee will improve employee
performance, or in other words, discipline and motivation have a positive and
significant influence on improving employee performance. Motivation has a positive
and significant influence on employee performance, either partially or simultaneously
(Riwukore & Habaora, 2021). High organizational commitment will make it easier for
the organization to achieve organizational goals (Sunarno & Liana, 2015). Thus, it is
necessary to study further how much influence discipline, motivation, and
organizational commitment have on the performance of government employees.

Kupang City Government Regional Secretariat employees are ASN who work in
Kupang City Government to take care of all matters related to administrative and
external activities from regional leaders (Mayor, Deputy Mayor, and Regional
Secretary) in terms of the partnership, finance, and general cooperation, personnel,
public relations, and protocols, and organization. So far, based on a review of the
Government Agencies Performance Accountability Report (LAKIP) for the 2017-2021
period in the Kupang City Government, it is known that almost all agencies in the
Kupang City Government did not achieve ideal performance (100%), but between 75-
94% seen from aspects of budget absorption. In addition, researchers conducted
preliminary observations to see empirical phenomena on January 10-14, 2022 with the
results, including: (1) there were still employees who came late, went home early, and
were absent from office assignments; (2) employees still see that during working hours
they prefer to sit and tell stories, play computer games, play social media applications,
and leave the office just to take a walk or meet their relatives; (3) there are still
employees who enter the office not using proper office attributes but tend to be
fashionable in the office; (4) during Saturday or Sunday holidays, there are still official
vehicles, both two and three-wheeled, roaming tourist attractions and malls, which are
strongly suspected to be vehicles belonging to the Kupang City Regional Secretariat if




seen from the vehicle's license plate; and (5) there are still people and employees who
complain about how to serve from employees.

In addition, the researcher also conducted interviews with 10 employees who
work at the Kupang City Government Regional Secretariat and two section leaders at
the Kupang City Government Regional Secretariat, namely Mr. Ardiansah Akbar (Head
of Protocol for the Kupang City Government), and Mr. Erik (Head of the Kupang City
Government's General Household Section) on January 13, 2022, at the Kupang City
Regional Secretariat which showed the results: (1) employee motivation is still low, (2)
some employees are not disciplined in working and carrying out orders, (3) low
employee commitment to complete work together in completing office work on time is
still low, (4) low employee awareness to complete tasks punctually, lack of attention of
employees for every work of existing employees; (5) employees are less enthusiastic at
work; (6) low willingness to master certain skills that support work; (7) lack of
cooperation in doing work; and (8) low initiative to become a pioneer in certain
activities. In connection, the results of these initial observations and interviews show
that the factors that affect the performance of ASN in the Regional Secretariat of the
Kupang City Government that can be identified consist of low employee discipline,
weak work motivation, and low organizational commitment. This is very interesting to
study further.

The impact of low discipline, work motivation, and organizational commitment
will certainly affect employee performance, namely the work achieved by employees to
achieve organizational goals to the fullest without violating the norms, rules, and ethics
that apply within the organization. Employees with low discipline, low work
motivation, and low organizational commitment will result in poor employee
performance. Based on the description above, the purpose of this study is to analyze and
prove the influence of discipline, motivation, and organizational commitment on
employee performance at the Regional Secretariat of the Kupang City Government.
This research is expected to be useful in developing more comprehensive knowledge
and become a recommendation for policymaking, especially by the Kupang City
Government.

THEORETICAL REVIEW
Discipline

Work discipline is a force that develops within the employee's body and causes
employees to conform to voluntary and regulatory decisions and high values of work
and behavior (Hamali, 2016 op. cit. Bagis et al., 2019). Sutrisno (2011) states that
discipline is an attitude of willingness and willingness of a person to obey and obey all
regulatory norms that apply in the organization. Meanwhile Hasibuan (2017) explains
that discipline is a person's awareness and willingness to obey all organizational
regulations applicable social norms. Thus, it can be synthesized that discipline is
adherence and obedience to the norms and ethics that apply to a particular
orgamzatloﬂ environment.

The factors that influence employee discipline consist of (1) the size of the
compensation, (2) the presence or absence of exemplary leadership in the organization,
(3) the presence or absence of definite rules that can be used as a guide, (4) the courage




of the leader in taking action, (5 ) the presence or absence of leadership supervision, and
(6) whether there is attention to the employees (Sutrisno, 2011). The size of work
discipline according to Zainal et al. (2018) consists of several dimensions and
indicators, namely: (1) attendance; (2) compliance with work regulations; (3) adherence
to work standards; (4) a high level of alertness; and (5) work ethically.

Motivation

Luthans (2006:19) states that work motivation is an effort to get additional inco

or psychological incentives to cover unfulfilled needs. Motivation can be defined as a
strong force (push) from a person to carry out an activity (Riwukore, 2010:62). The
theory of motivation according to Abraham Maslow (1943) op. cit. Aswathappa
(2002:27) explains that motivation is an effort for people to achieve and fulfill their
needs from the most essential needs to the highest level, in order of needs to maintain
life - needs for love - social needs - esteem needs - self-actualization needs. Based on
the description of the definition of motivation, it can be synthesized that motivation is a
strong desire from someone that arises from within to try to achieve the goal of
satisfaction both economically, socially, and entertainment.

Ardana et al. (2012) stated that the factors that influence individuals consist of (1)
individual characteristics (interests, attitudes towards self-work and work situations,
individual needs, abilities or compensation, knowledge about work, emotions-moods-
feelings of beliefs and values); (2) work environment (salary and benefits received,
company policies, supervision, human relations, working conditions such as working
hours-physical environment-and so on, organizational culture), and (3) factors in work
such as the nature of work, task/job design, recognition of achievement, level/amount of
responsibility given, development and progress in work, and job satisfaction.

Organizational Commitment

Durkin & Bennett (1999) explain that organizational commitment is a strong and
close feeling towards the goals and values of an organization about their role in efforts
to achieve these goals and values. Luthans (2006) states that organizational commitment
is an attitude that shows employee loyalty and is an ongoing process of how an
organization member shows their concern for the success and good of the organization.
While Curtis & Wright (2001) stated that commitment is defined as the identification
power of an individual within an organization. Based on the existing description, the
synthesis of organizational commitment is an attitude to be willing to be loyal to the
organization to achieve benefits for the organization.

Factors that affect organizational commitment consist of (1) tenure, (2) employee
roles in the organization, and (3) work environment that affects individual attitudes
(Angle & Perry, 1981:3). Meyer & Allen (1997:64-71) explain commitment as a
psychological condition having dimensions and indicators consisting of (1) a desire
(affective commitment), (2) a need (continuous commitment), and (3) an obligation.
ﬁormative commitment).

Performance

Performance is the result of certain planned work processes at the time and place
of the employee and the organization concerned (Mangkuprawira & Hubeis, 2007:153).
Performance can be explained as the quality of task and work-oriented behavior, which
means that employees in an organization are determined by the attitudes and behavior of




employees towards their work and employee orientation in carrying out their work
(Cleveland et al., 1989). Meanwhile, Amstrong & Baron (2003:159) explain that
performance is about doing work and the results achieved from the work or in other
words, performance is the result of work that has a strong relationship with the
organization's strategic goals, customer satisfaction and contributes to the economy.
Bernardin & Russell (2006:243) state 6 main criteria of performance that can be
assessed, namely: (1) quality; (2) quantity; (3) punctuality; (4) cost-effectiveness; (5)

requires supervision; and (6) interpersonal influence.

Based on the description above, it can be concluded that performance is the result
of work both in quality and quantity that has been achieved by employees, in carrying
out their duties by the responsibilities given by the organization, and the results of their
work are adjusted to the work expected by the organization, through the following
criteria: employee performance criteria or standards applicable in the organization.

The Effect of Discipline on Performance

Work discipline is a voluntary attitude of employees to conform to decisions,
regulations, set standards, and work values and behaviors expected by the organization
to achieve organizational goals. The higher the discipline of employees, the
performance will increase. Discipline has a positive affl] significant effect on work
motivation as an intervening variable but does not have a significant effect on employee
performance at PT. Aquavue Vision International (Andriyani et al., 2020). Employee
performance in Government Offices is positively and significantly influenced by work
discipline variables (Angriani & Eliyana, 2020). Bagis et al. (2019) dan Burhannudin et
al. (2019) reported that there is a positive and significant relationship between work
discipline and employee performance in educational institutions. Shofwani & Hariyadi
(2019) reported the effect of work discipline on employee performance at Muri Kufs
University with a t-count of 2,228 with sig. 0.031 < sig.alpha 0.05 which explains that
there is a positive and significant relationship. While Yonata et al. (2020) reported that
discipline had a significant effect on employee performance by 51.9%, hypothesis
testing was obtained t counﬁ t table or 7.568 > 2,006.

Other studies report that discipline has a negative and no significant effect on
employee pnformance at the Denpasar City Regional Secretariat, but discipline is not a
mediation between motivation and performance at the Denpasar City fRegional
Secretariat (Kumarawati et al., 2017). Likewise, Sanjaya (2020) reports that work
discipline has a negative and insignificant effect on employee performance at PT. BRI
KC. Surabaya Jemursari. Based on the existing description, the influence of discipline
on performance (H1) capbe hypothesized as follows.

H1: Work discipline has a positive and significant effect on employee perfor-
mance at the Regional Secretariat of the Kupang City Government.

The Effect of Motivation on formance

Abdullah (2018) reports that motivation partially has a significant negative effect
on employee performance, narfgjly the t-count is -4.345> t-table 1.670 and the
significant value is 0.000. This is in accordance with that reported by Dame et al. (2021)
that motivation has a positive and significant relationship to employee performance at
Bank Prisma Dana North Sulawesi, either partially or as an intervening variable.
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Kumarawati g al. (2017) explained that motivation has a positive and significant
influence on erfffloyee performance at the Denpasar City Regional Secretariat. Sanjaya
(2020) reports that work motivation has a positive and significant effect on employee
performance at PT. BRI KC. Surabaya Jemursari. Suwanto (2019) reports that the t-
EPhint value for the work motivation variable on performance is 9.879 to 0.829 < 1.673,
which means that the motivation variable has@ositive influence on performance.
Motivation can be a medium of compensation and competence to improve employee
performance at the Lubuklinggau Central Statistics Agency, South Sumatra (Susanto,

Riwukore, Oktovianus, et al., 2021).

Motivation as an intervening variable of discipline has an insignificant effect on
employee performance at PT. Aquavue Vision International (Andriyani et al., 2020).
The results of the study are by that portecl by Luhur (2014) that work motivation has
no significant and negative effect on employee performance at the Supervision and
Inspection Bureau of PT. Panin Bank Tbk. Likewise, Sukiman & Priyono (2020) report
that motivation has no effect on performance with a regression coefficient. Syafruddin
et al. (2021) reported that motivation had a negative and significant effect on employee
performance. Meanwhile, research by Danila & Riwukore (2019) also reports that the
motivation variable has no significant effect on employee performance at the Public
Works Department of Highways, South Sumatra Province. Thus the hypothesis of the
influence of motivﬁion on performance (H2) can be made as follows.

H2: Motivation has a positive and significant effect on employee performance at
the Regional Secretariat of the Kupang City Government.

The Effect of Organizational Commitment on Performance

Bagis et al. (2019) and Burhannudin et al. (2019) reports that there is a positive
and significant effect between organizational commitment variables on employee
performance in educational institutions. Dame et al. (2021) partially reported that there
was a positive and significant effect between organizational commitment variables on
employee perfom_nce at Bank Prisma Dana North Sulawesi. Diana & Anggreani
(2020) reported that the perception of organizational commitment had a positive and
insignificant effect on employee performance at PT. Tunas Perkasa Tekindo with t-test
results > t-table (1.726>2.01174) with a significance value of organizaamal
commitment of 0.91 greater than 0.05 and has a positive coefficient direction. Work
motivation has a positive and significant influence on employee performance at SMP
Negeri Kupang City (Riwukore & Habaora, 2021). The same thing was also reported by
Susanto et al. (2021) that motivation has a positive and significant effect on employee
performance at the Lubuklinggau State Junior High School, South Sumatra.

However, other studies report that organizational commitment partially has [}
negative and insignificant effect on the dependent variable, as reported by Hamimah et
al. (2017) organizational commitment has a negative and insignificant effect on the
intention to leave work because the variable coefficient value is -0.019 and a significant
value is 0.900. Sukiman & Priyono (2020) reported that organizatioal commitment did
not affect performance. Sunarno & Liana (2015) explained that organizational
commitment has no pr(mn effect on employee performance at Kesantrian High School.
Sutopo (2018) reports that organizational commitment has a positive and insignificant
effect on the performance of the employees of the Finance Department of the Klaten




Regency Education Office. Based on the existing description, the influence of
organizational commitment on perfogmance (H3) can be hypothesized as follows.

H3: Organizational commitment has a positive and significant effect on employee
performance at the Regional Secretariat of the Kupang City Government.

The Effect of Discipline, Motivation and Organizational Commitment on
Performance

Motivation has a positive and significant effect simultaneously on employee
performance at PT. Bama Berita Sarana Televisi (BBST) Surabaya with an F-count
value of 10.871 > F-table 3.51 and a significant value of 0.000 (Abdullah, 2018).
Discipline and motivation simultaneously have a positive and significant impact on
empfPlee performance at PT. Aquavue Vision International (Andriyani et al., 2020).
The discipline variable simultaneously has a positive and significant relationship to the
performance of employees ifliGovernment Offices (Angriani & Eliyana, 2020). Diana &
Anggreani (2020) reported that organizational commitment and job satisfaction have a
simultaneousfPhfluence on employee performance. While Sugiyono et al. (2(EH)
reported that the variables of discipline, organizational commitment, and motivation had
a direct positive and significant effect on performance, but had a negative effect through
the intervening variable of job satisfaction.

Bagis et al. (2019) report that there is a positive and significant relationship
between the variables of work discipline anfjorganizational commitment to employee
performance in educational institutions. The results of this study are in accordance with
those reported by Burhannudin et al. (2019) that discipline and organizational
commitment have a positive and significant influence on employee performance at the
Banjarmasin Islamic Hospital. The research reported by Dame et al. (2021) that the
variables of discipline, motivation, and organizational commitment have a positive and
significant influence together on employee performance at Bank Prisma Dana North
Sulawesi. Likewise reported by Riwukore, Susanto, Pilkandis, et al. (2021) that
motivation and discipline have a positive and significant influence on employee
performance at the Education and Culture Office of Lubuklinggau City.

Organizational commitment together with leadership and job satisfaction has a
significant effect on the intention to leave work at the company PT. Gatra Mapan
Malang as evidenced by the resultm the F-table value shows that the F-test > F-table
(22304 > 2.73) which means that there is a significant effect between the independent
variables on the dependent variable. Sanjaya (2020) Sanjaya (2020) reports that
simultaneously, performance is influenced by employee motivation and work discipline.
The hypothesis of the description of the results of this study (H4) can be explained as
follows.

H4: Discipline, motivation, and organizational commitment simultaneously have a
positive and significant effect on employee performance at the Regional
Secretariat of the Kupang City Government.

Based on the hypothesis reference above, a hypothetical research framework can
be made of the influence of discipline, motivation, and organizational commitment on




employee performance at the Regional Secretariat of the Kupang City Government,
either partially or simultaneously.
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Figure 1. Research Hypothesis Framework

RESEARCH METHODS

This research was carried out at the Regional Secretariat of the Kupang City
Government For 3 (three) months the research was carried out, starting from January-
March 2022 at the Regional Secretariat of the Kupang City Government. This research
belongs to the type of quantitative research using primary data collected through filling
Bt questionnaires (closed questions using a Likert scale) for 60 days of data collection.
This research is classified as quantitative research using a verification confirmative
survey method. The research population is all employees who work at the Regional
Secretariat of the Kupang City Government as many as 1034 people. Based on the
research population, respondents were determined as research samples by proportional
stratified random sampling based on the rank/class of employees using the Slovin
formula. Based on the respondent determination technique, the sample in this study was
288 respondents consisting of (1) employees with a group [ (26 respondents), group II
(85 respondents), group 111 (124 respondents), and Group IV (53 respondents).

This type of research is quantitative using a Likert scale. Data sources consist of
primary data and secondary data. Techniques for obtaining data were carried out
through the distribution of questionnaires. Data analysis using multiple linear regression
analysis using SPSS version 23 application tools, which consisted of validity test,
reliability test, classical assumption test (multicollinearity test, heteroscedasticity test,
normality test, linearity test), t-test, F test, and coefficient of determination. The results




of the analysis are explained narratively. The variables in this study have dimensions
and indicators, as shown in Table 1.

Discipline can be defined as a tool to regulate employee behavior to work by
organizational regulations and is usually used as part of an organizational strategy so
that an employee obeys the rules consciously and voluntarily (Tumilaar, 2015). Deni
(2018) states the dimensions and indicators of work discipline consisting of the
following components: (1) attendance; (2) obedience; (3) a high level of alertness; and

(4) work ethically.

Table 1. Dimensions and Indicators of Research Variables

No Variables Dimensions Indicators
1 Work discipline Presence Come and go home on time
Understanding working time
5. V.R. Zainal Obedience Work according to work regulations

(2015) op. cit.
Deni (2018)

Responsible for the implementation of work
guidelines

High alert level

Thorough and careful at work

Work with risk

Work ethically Work according to the organization's code of
ethics
Always be ethical at work
2 Work motivation | Incentive Income according to applicable rules

Basri & Kadir
(2019)
Riwukore (2010)

Work to meet daily needs

Placement by field

Field of work carried out according to
expertise

Promotion considering work performance

Attention

Boss motivates subordinates at work

There is mutual respect at work

Opportunity to advance

The organization pays attention to the
education and training needs of employees

The organization pays attention to employee
career

3 Organizational
Commitment

Meyer & Allen
(1991) op. cit.
Marnisah et al.

Affective commitment

Very happy to spend a career in an
organization

Proud to work for the organization

Continuance Commitment

Keep working in the organization

Life will be disrupted if you quit and leave
your job at the organization

(2021) Normative Commitment There is no reason to leave a job at the
organization even if you get a better job offer
Become a loyal employee in the organization

4 Peformance Effectiveness Organizational goals achieved

Work efficiently

Armstrong Responsibility Work according to guidelines and assignments

(1990) op. cit. Responsible for completing tasks according to

Riwukore et al. standards

(2021) Discipline Adhere to the code of ethics and
organizational rules
Aware and obedient to the directions and
orders of superiors

Initiative Organizations and superiors support

mmnovation and creativity in achieving
organizational goals

10




| | | Working with visionaries

=» Sumber referensi alat ukur masing-masing variabel
3
Danila & Riwukore (2019) stated motivation as a.condition that moves employees
who are directed to achieve organizational goals (work goals). There is no standard
measurement of the dimensions of motivation, so this study uses several indicators and
dimensions, including: (1) incentives (Basri & Kadir, 2019); (2) placement in the
appropriate field (Riwukore & Habaora, 2021); (3) attention to work environment
(Riwukore, 2010); (4) attention to the work environment (Riwu Kore, 2020); and (5)
giving opportunity to advance (Basri & Kadir, 2019). Putra (20pP) explain the
definition of organizational commitment as an employee's alignment with a particular
organization and its goals and desires to maintain membership in the organization.
Marnisah et al. (2021) said the dimensions of organizational commitment measurement
consist of (1) affective commitment; (2) continuance commitment; and (3) normative
commitment.

Riwukore & Habaora (2021) performance is the ratio between the results of one's
work to the standard or task load that is the responsibility to be completed effectively
and efficiently. Riwukore et al. (2021b) explained that performance can be measured by
several dimensions and indicators, including (1) effectiveness; (2) responsibility; (3)
discipline; and (4) initiative.

RESULTS AND DISCUSSIONS
Validity Test

The validity test is intended to test whether or not the research instrument used is
valid, which is measured using the Pearson Product Moment correlation formula in the
SPSS application. Sutrisno Hadi (1991) op.cit. Riwu Kore (2010:138) explains that the
rule of decision-making for the validity test is if the coefficient value between the
questions or statements is equal to or greater than 0.30 (r> 0.30) then the instrument
used in the research questionnaire can be said to be valid.

The validity test on the employee performance variable consists of 8 statement
items, the discipline variable consists of 8 statement items, the motivation variable
consists of 8 statement items, and the organizational commitment variable consists of 6
statements. Test the validity of the research variables can be seen in Table 1.

Table 1. Results of Validity Test

Correlation Coefficient of Each Variable

No. Item Performance  Discipline  Motivation ()rgamf,atmnal Information
Commitments
1 0.718 0.818 0.736 0.586 Valid
2 0.665 0.567 0817 0.589 Valid
3 0.707 0.562 0.545 0.789 Valid
4 0.704 0.571 0.556 0.783 Valid
5 0.647 0.801 0.787 0.776 Valid
6 0.650 0.807 0.805 0.344 Valid
7 0.726 0458 0468 - Valid
8 0402 0.819 0527 - Valid

Source: Analysis results of primary data (2022).
=» Cek semua angka dalam tabel, mestinya pakai tanda titik (bukan koma), versi english
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The validity test data in Table 1 shows that all statement items for the variables of
employee performance, discipline, motivation, and organizational commitment have a
correlation coefficient value of 0.30 so they are declared valid. Thus, the statements
contained in the research questionnaire can be used to measure the research variables.

Reliability Test

Reliability testing aims to determine the consistency of the data obtained which is
measured using the Spearman-Brown formula through the SPSS application. The rule of
decision making in the reliability test is if the Cronbach's alpha value is greater than or
equal to 0.60 then the research instrument used is reliable (Sekaran, 2000 op. cit. Riwu
Kore, 2010:139). The results of the reliability test in this study are presented in Table 2.

Table 2. Results of Reliability Test
Cronbach’s Alpha Based on

Variable Standardized Items Item Total  Information
Performance 0812 8 Reliable
Discipline 0.833 8 Reliable
Motivation 0.808 8 Reliable
Organizational Commitment 0.719 6 Reliable

Source: Analysis results of primary data (2022).

%  The results of the reliability test analysis show that all statement items have a
Cronbach's Alpha coefficient value greater than 0.6 as required so that all statement
items are declared reliable and can be used to measure research variables.

Classic Assumption Test

The classical assumption test aims to provide certainty that the regression
equation obtained has estimation accuracy, is unbiased, and is consistent. Classical
assumptions in this study using multicollinearity test, heteroscedasticity test, normality
test, and linearity test.

a. Multicollinearity Test

The multicollinearity test aims to detect symptoms of correlation between one
independent variable and another independent variable. Sugiyono (2017) op. cit. ] R
Riwukore et al. (2021) explained that a good regression model €gBuld not correlate with
the independent variables. Furthermore, it is explained that the multicollinearity test can
be done by looking at the VIF (variance inflation factors) value and the tolerance value.
Symptoms of multicollinearity occur when the VIF value is > 10 and the tolerance value
is <0.10. The multicollinearity test in this study is presented in Table 3.

Table 3. Results of Multicollinearity Test

Variable Tolerance | VIF Information

Discipline 0.206 4.851 | There is no multicollinearity
Motivation 0.149 6.731 | There is no multicollinearity
Organizational Commitment 0.126 7.914 | There is no multicollinearity

Source: Analysis results of primary data (2022).




Based on the data from the multicollinearity test in Table 3, shows that none of
the independent variables (discipline, motivation, and organizational commitment) has a
tolerance value < 0.10 and a VIF value > 10 which means that there is no
multicollinearity problem.

b. Heteroscedasticity Test

The heteroscedasticity test is to ensure that the data used in the regression analysis
does not occur heteroscedasticity, but what is expected is homoscedasticity. Test the
symptoms of heteroscedasticity by looking at the probability plot graph between the
predicted value of the dependent variable and the residual value. If the existing points
form a certain regular pattern (wavy), then heteroscedasticity occurs. If there is no clear
pattern, the points spread a and below zero on the Y axis, then there is no
heteroscedasticity. In addition, heteroscedasticity can be known through the Glesjer test,
where if the significance probability of each independent variable is > 0.05, it can be
concluded that there is no heteroscedasticity in the regression model (Riduwan &
Akdon, 2008 op. cit. Riwukore, Susanto, Pilkandinet al.,2021). The heteroscedasticity
test in this study used the Glesjer test as presented in Table 4.

Table 4. Results of Heteroscedasticity

Variable Sig. Glesjer Test Keterangan
Discipline 0.201 There is no heteroscedasticity
Motivation 0.296 There is no heteroscedasticity
Organizational Commitment 0426 There is no heteroscedasticity

Source: Analysis results of primary data (2022).

Based on the heteroscedasticity test data in Table 4 shows the significant value of
each variable is greater than 0.05, then the data from the research does not occur
heteroscedasticity. That is, the distribution of data is the same or homoscedasticity.

c. Normality Test

Normality test aims to test whether in the regression model, the independent
variable or the dependent variable, both have normal data distribution or not. According
to Sugianto (2012) op. cit. Riwukore, Susanto, Pilkandis, et al. (2021) that a good
regression model has a data distribution that is normal or close to normal. To test it by
looking at the normal probability plot which compares the cumulative distribution of the
actual data with the cumulative distribution of the normal distribution. Decision-making
in the normality test uses theffolmogorov-Smirnov test, that is, if the significance value
for all the variables studied is greater than 0.05 then the data being tested is normally
distributed. The results of the normality test in this study are presented in Table 5.

Table 5. Results of Normality Test

Variable Asymp.Sig. (2-tailed) Information
Performance 0441 Data is normally distributed
Discipline 0.409 Data is normally distributed
Motivation 0.266 Data is normally distributed
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Organizational Commitment 0.345 Data is normally distributed
Source: Analysis results of primary data (2022).

The results of the normality test show that the significance value for all variables
is greater than 0.05 which indicates that the tested data is normally distributed.

d. Linearity Test

The lincarity test aims to determine whether two variables have a lincar
relationship or not significantly. Two are said to have a linear relationship if the
significance is less than 0.05. Linearity test is used as a requirement in correlation
analysis or linear regression (Sugianto, 2012 op. cit. Susanto et al., 2021). The results of
the linearity test from this study are presented in Table 6.

Table 6. Results of Linearity Test

Variable Sig.Linearity  Sig. Deviation from Linearity  Information
Discipline 0.000 0.151 Linear
Motivation 0.000 0.008 Linear
Organizational Commitment 0.000 0.000 Linear

Source: Analysis results of primary data (2022).

Based on the data in Table 6 regarding the results of the linearity test, it can be
explained that linear regression is quite good because of the value of sig. the linearity of
the data is less than 0.05. Thus the data on the variables of discipline, motivation, and
organizational commitment have met the linearity requirements.

Multiple Linear Regression Analysis

The results of the multiple linear regression analysis were carried out on the
variables of discipline, motivation, and organizational commitment as shown in Table 7.

Table 7. Regression Analysis

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
1 (Constant) 2472 589 4.194 000
Discipline 4.497 206 640 21.788 000
Motivation 2.116 218 304 9728 000
Organizational Commitment 677 261 094 2.589 010

Source: Analysis results of primary data (2022).

The results of data analysis in Table 7 can be made a multiple linear regression
equation models, namely:

=» Perhatikan tanda titik/koma dalam penulisan desimal
Y =2.472 + 0.640X1 + 0.304X2 + 0.094X3 + e

Based on the regression equation above, it can be interpreted each regression
coefficient, namely:




a. The constant value is 2.472 which explains that if the variables of discipline,
motivation, and organizational commitment have a value equal to zero, the
employee performance variable is 2.472.

b. The regTaqion coefficient value for the discipline variable is 0.640 and is
positive, which means that if the discipline variable increases by one unit, the
employee performance variable will also increase by 0.640 units, and vice versa.

c. The rcgrﬂsion coefficient value of the motivation variable is 0.304 and is
positive, which means that if the motivation variable increases by one unit, the
employee performance variable will also increase by 0.304 units, and vice versa.

d. The regression coefficie value for the organizational commitment variable is
0.094 and is positive, which means that if the organizational commitment
variable increases by one unit, the employee performance variable will also
increase by 0.094 units, and vice versa.

Hypothesis Test

a. Partial Hypothesis Test (t-test)

The results of the partial hypothesis test (t-test) can be seen in Table 7 which

shows the results of the partial hypothesis as follows.

The discipline variable (X1) shows the results of statistical tests with the t-count
value of 21,788 with a significance \&lue of 0.000. The significance value of 0.000 is
smaller than the alpha level used by 5% (0.05), then the decision is to accept the first
hypothesis (HI) and reject the null hypothesis (HO), that partially the discipline
variable has a positive and significant influence on the employee performance
variable. . That is, if the discipline variable is getting better, then the employee's
performance is getting better.

The motivation variable (X2) shows the results of statistical tests with the t-count
value of 9.728 with a significance valdg of 0.000. The significance value of 0.000 is
smaller than the alpha level used by 5% (0.05), then the decision is to accept the
second hypothesis (H2) and reject the null hypothesis (HO) that partially the
motivation variable has a positive and significant influence on the employee
Erformance variable. That is, the higher the motivation variable, the higher the
employee's performance.

The organizational commitment variable (X3) shows the results of statistical tests
with the t-count value of 2.589 with a significance vdfie of 0.010. The significance
value of 0.000 is smaller than the alpha level used by 5% (0.05), then the decision is
to accept the third hypothesis (H3) and reject the null hypothesis (HO) that partially
organizational commitment variable has a positive and significant influence on
employee performance variables. . This means that if the organizational commitment
is getting better, it will improve employee performance.

. Simultaneous Hypothesis Testing (F-Test)

The results of the analysis of simultaneous hypothesis testing (F-test) can be seen

in Table 8. The results of statistical tests based on ANOVA calculations show an F-




count value of 795,084 with a significance value of 0.000. The significance value of
0.000 is smaller than the alpha level used, which is 5% or 0.05.

Table 8. Result of F-Test

ANOVA*
Model Sum of Squares df Mean Square F Sig.
1 Regression 5926.265 3 1975.422 795.084 L000°
Residual 705.610 284 2.485
Total 6631.875 287

“Dependent Variable: Performance
"Predictors: (Constant), Organizational Commitment, Discipline, Motivation
Source: Analysis results of primary data (2022).

Based on this simultaneous test, it shows that the wvariables of discipline,
motivation and organizational commitment simultancously have a positive and
significant influence on employee performance, meaning that the rise and fall of
employee performance values are determined by the ups and downs of the 3
independent variables in this study, namely discipline, motivation, and organizational
commitment. Thus, the third hypothesis (H3) proposed that discipline, motivation, and
organizational commitment simultaneously have a positive and significant effect on
employee performance is accepted and rejects the null hypothesis (HO).

Coefficient of Determination (R?)

The results of the analysis related to the coefficient of determination (R?) are
presented in Table 9. Based on the results of the analysis of the coefficient of
determination, it can be seen that the value of the coefficient of determination (R?) is
0.894, which means that the contribution of discipline, motivation, and organizational
commitment to variations in the ups and downs of employee performance is 89.4 %,
and the remaining 10.6% is explained by other variables not included in this research
model.

Table 9. Coefficient of determination (R?)

Model R R Square Adjusted R Square Std. Error of the Estimate
1 945* 894 892 1.576
*Predictors: (Constant), Organizational Commitment, Discipline, Motivation
Source: Analysis results of primary data (2022).

The Effect of Discipline on Performance

High discipline will improve employee performance or in other words, discipline
from employees has a positive and significant influence on improving employee
performance. The results of statistical tests from this study indicate that the discipline
variable has a regression coefficient of 0.640 and is positive with t-count value of
21.788 at a significance of 0.000. The results of this statistical test indicate that the
employee discipline variable affects the increase in employee performance by 0.640
units and discipline has a positive andiignificant effect on improving the performance
of the employee. The existence of a positive and significant relationship between




discipline and performance has been reported by several previous researchers, such as
Bagis et al. (2019), Burhannudin et al. (2019), Shofwani & Hariyadi (2019), Angriani &
Eliyana (2020), and Yonata et al. (2020) who reported that discipline has a positive and
significant effect on employee performance. If employee discipline is improved, it will
have high implications for improving employee performance. Although there are other
studies that state that employee discipline has a negative or insignificant effect on
performance (Kumarawati et al., 2017; Sanjaya, 2020; Andriyani et al., 2020), it tends
to be influenced by perceptions and the work environment that shapes character and
attitudes. individual. Employees who are accustomed to being disciplined certainly have
high performance as well.

Lestari et al. (2020) say discipline influences employee performance, where the
higher the discipline, the hj@ the performance produced by the employee. Shofwani
& Hariyadi (2019) said that work discipline must be possessed by every employee and
must be cultivated among employees to support the achievement of organizational goals
because it is a manifestation of compliance with work rules and also as self-
responsibility to the company. This is because discipline is an attitude of loyalty and
obedience of a person or group of people to the rules, both written and unwritten, which
is reflected in the form of behavior and actions.

The Effect of Motivation on Perfﬁmance

An action taken by a person is influenced by motivation. The results of statistical
tests in this study indicate the regression coefficient value of the motivation variable is
0.304 and is positive. This means that the employee performance variable is determined
up and down by the work motivation of the employee. Likewise, the results of the
FAtial test of the discipline variable on the performance show t-count value of 9.728
with a significance of 0.000 alpha 0.05, which means that the motivation variable has a
positive and significant effect on employee performance. Based on this statistical test, it
can be explained that if the employee motivation variable is increased, it will have high
implications for increasing employee performance. The results of this study are by the
results of the research reported by Kumarawati et al. (2017), Suwanto (2019), Sanjaya
(2020), and Dame et al. (2021) that motivation has a positive and significant influence
on performance, although there are other opinions which state that motivation has a
negative and insignificant effect on performance (Luhur, 2014; Abdullah, 2018;
Andriyani et al., 2020; Sukiman & Priyono, 2020; Syafruddin et al., 2021). The
differences in existing research results are more oriented to factors that influence a
person's motivation, as stated by Sutrisno (2011:116-120) that differences in a person's
motivation are determined by factors that influence it both externally (coming from
outside one's self). and internal (coming from within a person).

Shofwani & Hariyadi (2019) stated that the stronger the work motivation, the
higher the employee's performance. This means that any increase in work motivation
will provide a very significant increase for improving employee performance in
carrying out their work. Santy & Abdurrakhman (2021) say that work motivation to do
a good job P11 appear if the work he does has value or is meaningful for the employee
concerned. Based on the results of this study, the motivation that is owned from within
itself because of interest in an object and motivation that comes from outside is
encouraging to do an activity by other people.

The Effect of Organizational Commitment on Performance
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Employees who are committed to their organization will certainly try to improve
their pdfformance to achieve organizational goals to the fullest. Based on this, in this
study, the effect of organizational commitment on employee performandy showed
positive results with a regression coefficient of 0.094 units. That is, the higher the
organizational commitment, the higher the employee's performance. Statistical test
results show organizational commitment has t-count value of 2.589 with a significance
value of 0.010 alpha 0.05, which means organizational commitment has a positive and
significant effect on employee performance. The results of the existing research are by
the results of the research reported by Bagis et al. (2019), Burhannudin et al. (2019),
Diana & Anggreani (2020), and Dame et al. (2021) that there is a positive and
significant relationship between organizational commitment variables on employee
performance. Several studies also reported that there was a negative or insignificant
effect on employee performance (Sunarmno & Liana, 2015; Hamimah et al., 2017;
Sutopo, 2018; Sukiman & Priyono, 2020). The difference in the results of the existing
research may be due to differences in the motives that underlie employees' commitment
to the organization. This is as stated by Reichers (1985) that organizational commitment
is influenced by motives in a side-best orientation (the thought of leaving the
organization will be detrimental) or in a goal-congruence orientation (the desire to
remain a member of the organization).

Susita et al. (2020) said that commitment to the organization is believed to be a
driving force to achieve success. Even when facing a problem at work, an employee
who is committed will consider it a challenge so that he will feel challenged to always
try and complete his duties and responsibilities. Bolung et al. (2021) said that
organizationala)mmitment held by employees is often also called loyalty has a very
important role in the organization. Organizational commitment has an effect not only on
improving performance but can reduce the desire or exit of employees from the
organization. The results of the existing research are from previous studies that have
tested the relationship and influence of organizational commitment on performance and
most of the results stated that it was positive and significant.

The Effect of Discipline, Motivation, and Organizational Commitment on
Performance

The results of statistical tests in this study indicate that the variables of discipline,
motivation, and organizational commitment simultaneously or together have a
significant effect on employee performance with an F-count value of 795,084 and a
significance value of 0.000 alpha 0.05. The results of this study are by other studies,
namely: (1) motivation together with other variables affects performance (Abdullah,
2018); (2) discipline simultaneously affects employee performance (Andriyani et al.,
2020); and (3) organizational commitment together with other variables affect employee
performance (Burhannudin et al., 2019).

The coefficient of determination of the influence of discipline, motivation, and
organizational commitment is 89.4%, meaning tif}f the three variables have a high
influence on performance. This is as explained by Chin (1998) that the R-Square value
is categorized as strong if it is more than 0.67; moderate if more than 0.33 but lower
than 0.67; and weak if it is more than 0.19 but lower than 0.33. The value of the
coefficient of determination from this study also shows that the three independent
variables, namely discipline, motivation, and organizational commitment have been able
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to explain all the information to predict performance variables. This is by what was
stated by Ghozali (2016) that the coefficient of determination (R?) test was carried out
to determine and predict how big or important as contribution of the influence given by
the independent variables together to the dependent variable. The value of the
coefficient of determination is between O and 1. If the value is close to 1, it means that
the independent variable provides almost all the information needed to predict the
dependent vdffable. However, if the value of R2 is getting smaller, it means that the
ability of the independent variables in explaining the dependent variable is quite limited.
Sari & Hadijah (2016) say that to improve performance, you must first increase the
factors that cause increased performance. Based on this, the factors to improve
performance consist of discipline, motivation, and organizational commitment.

CONCLUSIONS AND RECOMMENDATIONS

The results of this study indicate that the variables of discipline, B)tivation, and
organizational commitment either partially or simultaneously have a positive and
significant influence on employee performance at the Regional Secretariat of the
Kupang City Government. This means, to improving employee performance requires
high attention to aspects of the discipline, motivation, and organizational commitment.
The higher the discipline, motivation and organizational commitment, the employee's
performance will increase, and the organization will moffj easily achieve its goals. In
addition, the three variables have been able to explain all the information needed to
improve performance because the coefficient of determination of the three variables is
in the strong category or 0.894.

Improving employee performance at the Regional Secretariat of the Kupang City
Government can be done through organizational attention to employee discipline, work
motivation, and organizational commitment because based on this research shows a
strong relationship between the three independent variables (discipline, motivation, and
organizational commitment) to the depgndent variable ( organizational commitment).

This limitation is the regression value of the coefficient of determination is at the
level of 0.3 which indicates that this variable has a low (weak) relationship. Therefore,
the attention of the organization to increase motivation through predictors that influence
it. For this reason, further research related to the factors that affect performance from
the mediating aspect of work motivation can be the focus of further research. In
addition, further research can also be done by relating the influence of discipline,
motivation, and organizational commitment variables on performance in terms of
aspects between employees based on age, education, retired and non-retired generations,
and other employee characteristics.

REFERENCES

Abdullah, I. D. P. (2018). Pengaruh motivasi dan lingkungan kerja terhadap kinerja
karyawan di PT. Bama Berita Sarana Televisi (BBSTV Surabaya). BIMA : Journal
of Biuisiness and Innovation Management, 1(1), 82-94.
https://doi.org/https://doi.org/10.33752/bima.v1il .21

Amstrong, M., & Baron, A. (2003). A handbook of human resource management

19




practice (9th ed.). Kogan Page Press.

Andriyani, N., Hamzah, R., & Siagian, R. (2020). Pengaruh lingkungan kerja dan
disiplin kerja terhadap kinerja karyawan dengan motivasi kerja sebagai varibel

intervening pada PT. Aquavue Vision International. Jurnal Ekonomi Bisnis
Indonesia, 15(1), 24-32. https://doi.org/https://doi.org/10.36310/jebi.v15i01.168

Angle, H. L., & Perry, J. L. (1981). An empirical assessment of organizational
commitment and organizational effectiveness. Administrative Science Quarterly,
26(1), 1-14. https://doi.org/https://psycnet.apa.org/doi/10.2307/2392596

Angriani, M. R., & Eliyana, A. (2020). The effect of work discipline and compensation
on employee performance in the Government Office. Systematic Reviews in
Pharmacy, 11(11), 1710-1714. https://www sysrevpharm.org/articles/the-effect-
of-work-discipline-and-compensation-on-employee-performance- in-the-
government-office.pdf

Ardana, I. K., Mujiati, N. W., & Utama, 1. W. M. (2012). Manajemen sumber daya
manusia (1st Ed.). Graha [lmu Press.

Armstrong, M. (1990). Manajemen sumber daya manusia. Penerbit PT. Transito Asri
Media.

Aswathappa, K. (2002). Human resource and personnel management : text and cases
(3rd ed). Tata McGraw-Hill Pub.

Badan Kepegawaian Nasional Republik Indonesia. (2019, December 3). BKN: Kinerja
PNS  masih  jeblok  meski  nilai  prestasi  baik.  Liputan6.Com.
https://www liputan6.com/bisnis/read/4125095/bkn-kinerja-pns-masih-jeblok-
meski-nilai- prestasi-baik

Bagis, F., Pratama, B. C., & Kharismasyah, A. Y. (2019). Pengaruh disiplin kerja,
komitmen organisasi dan kepuasan kerja terhadap kinerja karyawan (Studi kasus
institusi  pendidikan). DERIVATIF: Jurnal Manajemen, 13(2), 16-21.
https://doi.org/https://badge.dimensions.ai/details/doi/10.24127/jm.v13i2.394?dom
ain=https://fe ummetro.ac id

Basri, M., & Kadir, A. (2019). Pengaruh motivasi kerja dan iklim organisasi terhadap
kinerja pegawai pada Lembaga Penjaminan Mutu Pendidikan Provinsi Sulawesi
Tenggara. Journal Publicuho,2(1), 1-14. https://doi.org/10.35817/jpu.v2il 5854

Bernardin, H. J., & Russell, J. E. A. (2006). Human resource management (An
Experimental Approach International Edition). Mc.Graw Hill Inc Press.

Bolung, F. M., Sentosa, E., & Marnis, M. (2021). Pengaruh budaya organisasi,
pengembangan karir, dan komitmen organisasi terhadap kinerja karyawan Hotel
Desa Wisata TMII Jakarta. Oikonomia: Jurnal Manajemen, 17(2), 141-154.
https://doi.org/http://dx doi.org/10.47313/oikonomia.v17i2.1261

Burhannudin, Zainul, M., & Harlie, M. (2019). Pengaruh disiplin kerja, lingkungan
kerja, dan komitmen organisasional terhadap kinerja karyawan: Studi pada Rumah
Sakit Islam Banjarmasin. Jurnal Maksipreneur: Manajemen, Koperasi, Dan
Entrepreneurship, 8(2), 191-206. https://doi.org/10.30588/jmp.v8i2.425

Chin, W. W. (1998). The Partial Least Squares Aproach to Structural Equation
Modeling. In G. A. Marcoulides (Ed.), Modern methods for business research (pp.




295-336). Lawrence Erlbaum Associates Publishers.

Cleveland, J. N., Murphy, K. R., & Williams, R. E. (1989). Multiple uses of
performance appraisal: Prevalence and correlates. Journal of Applied Psychology,
74(1), 130—-135. https://doi.org/10.1037/0021-9010.74.1.130

Curtis, S., & Wright, D. (2001). Retaining employees — the fast track to commitment.
Management Research News, 24(8/9), 59-64.
https://doi.org/https://doi.org/10.1108/01409170110782964

Dame, B., Rumawas, W., & Waworundeng, W. (2021). Pengaruh disiplin kerja,
komitmen organisasional dan motivasi kerja terhadap kinerja karyawan Bank
Prisma Dana Sulawesi Utara. Jurnal Administrasi Bisnis, 11(2), 77-84.
https://doi.org/https://doi.org/10.35797/jab.11.2.2021.35566.77-84

Danila, & Riwukore, J. R. (2019). Pengaruh kompetensi dan motivasi terhadap kinerja
pegawai di Dinas Pekerjaan Umum Bina Marga Provinsi Sumatera Selatan. Jurnal
Ecoment  Global:  Kajian  Bisnis Dan  Manajemen, 4(2), 39-51.
https://doi.org/http://dx doi.org/10.35908/jeg.v4i2.754

Deni, M. (2018). Kedisiplinan dan motivasi terhadap kinerja pegawai pelayanan publik.
JURNAL  MANAJEMEN DAN  BISNIS  SRIWIJAYA, 16(1), 31-43.
https://doi.org/10.29259/jmbs.v16il.6245

Diana, & Anggreani, Y. (2020). Pengaruh kepuasan kerja dan komitmen organisasi
terhadap kinerja karyawan pada PT. Tunas Perkasa Tekindo. Jurnal
Muhammadiyah Manajemen Bisnis, 1(2), 93-102.
https://doi.org/https://doi.org/10.24853/jmmb.1.2.93%20-%20102

Durkin, M., & Bennett, H. (1999). Employee commitment in retail banking: identifying
and exploring hidden dangers. International Journal of Bank Marketing, 17(3),
124-137. https://doi.org/https://doi.org/10.1108/02652329910269239

Fauza, D. H., & Wismantoro, Y. (2014). Analisis faktor-faktor yang mempengaruhi
kinerja Pegawai Negeri Sipil pada Badan Pertanahan Nasional Kabupaten
Boyolali. Media Ekonomi &  Teknologi Informasi, 22(1), 72-89.
http://publikasi.dinus .ac.id/index php/media/article/view/925

Feel, N. H., Herlambang, T., & Rozzaid, Y. (2018). Pengaruh disiplin kerja, budaya
organisasi dan lingkungan kerja terhadap kinerja pegawai. Jurnal Penelitian Ipteks,
3(2), 176-185.
http://jurnal.unmuhjember.ac.id/index . php/PENELITIAN_IPTEKS/article/view/18
92

Ghozali, 1. (2018). Aplikasi Analisis Multivariete Dengan Program IBM SPSS 25 (9th
Ed.). Badan Penerbit Universitas Diponegoro.

Ginanjar, H., & Berliana, B. (2021). Pengaruh komitmen organisasi terhadap kinerja
karyawan pada PT. Sinar Citra Abadi di Jakarta. Jurnal Ekonomi Efektif, 3(4),
430-435. https://doi.org/10.32493/JEE.v3i4.11278

Habaora, F., Riwukore, J. R., & Yustini, T. (2021). Analisis deskriptif tentang tampilan
kinerja Aparatur Sipil Negara di Sekretariat Pemerintah Kota Kupang Nusa
Tenggara Timur Indonesia. Jurnal Ilmiah Ekonomi Global Masa Kini, 12(1), 31—
41. https://doi.org/10.36982/jiegmk.v12i1.1123




Hamali, A. Y. (2016). Pemahaman manajemen sumberdaya manusia. Penerbit Center
for Academic Publishing Service.

Hamimah, N., Djaelani, A. K., & Slamet, A. R. (2017). Pengaruh kepemimpinan,
komitmen organisasi dan kepuasan kerja kerja terhadap intention to leave work
(Studi kasus pada PT. Gatra Mapan Kec. Karangploso Kab. Malang). Jurnal
Ilmiah Riset Manajemen, 6(1), 55-68.
http://riset.unisma.ac id/index php/jrm/article/view/4 19

Harahap, S. F., & Tirtayasa, S. (2020). Pengaruh motivasi, disiplin dan kepuasan kerja
terhadap kinerja karyawan pada PT. Angkasa Pura II (Persero) Kantor Cabang
Kualanamu. Maneggio: Jurnal Illmiah Magister Manajemen, 3(1), 120-135.
https://doi.org/10.30596/maneggio.v3il 4866

Hasibuan, M. S. P. (2017). Manajemen sumber daya manusia (Revisi Ed.). Bumi
Aksara Press.

Info Pena. (2019). Pegawai hingga kepala dinas di Dishub Kupang dipecat.
Infopena.Com. https://www infopena.com/pegawai-hingga-kepala-dinas-di-dishub-
kupang-dipecat/

Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi Republik
Indonesia. (2018). Kemenpan RB Sebut 1,35 Juta PNS Berkinerja Buruk. Koran
SINDO. https://www.inews.id/finance/makro/kemenpan-rb-sebut- 1-35-juta-pns-
berkinerja-buruk

Komara, E. (2019). Kompetensi profesional pegawai ASN (Aparatur Sipil Negara) di
Indonesia. Mimbar Pendidikan, 4(1), 73-84.
https://doi.org/10.17509/mimbardik.v4i1.16971

Kumarawati, R., Suparta, G., & Yasa, S. (2017). Pengaruh motivasi terhadap disiplin
dan kinerja pegawai pada Sekretariat Daerah Kota Denpasar. Jurnal Ekonomi Dan
Bisnis Jagadhita, 4(2), 63-75. https://doi.org/10.22225/jj.4.2.224 .63-75

Lestari, Y., Mulia, F., & Norisanti, N. (2020). Pengaruh disiplin kerja terhadap kinerja
karyawan pada Bank OCBC NISP Cabang Cibadak-Sukabumi (Survey pada
karyawan Bank OCBC NISP Cabang Cibadak). Jurnal Ekobis Dewantara, 3(3),
38-45. https://doi.org/10.26460/ed_en.v3i3.1704

Luhur, R. Y. (2014). Pengaruh kepemimpinan, motivasi kerja dan lingkungan kerja
terhadap kinerja karyawan pada Biro Pengawasan dan Pemeriksaan PT. Bank
Panin Tbk. Jurnal Operations Excellence: Journal of Applied Industrial
Engineering, VI(3), 327-344.

Luthans, F. (2000). Perilaku organisasi (10th ed.). Penerbit Andi.

Mangkuprawira, S., & Hubeis, A. V. (2007). Manajemen mutu sumber daya manusia.
Ghalia Indonesia Press.

Marnisah, L., Riwukore, J. R., Habaora, F., & Susanto, Y. (2021). Constructing Hafizh
and Hafizhah commitments to profesionalism. In Prof. Dr. Muhittin ELIACIK
(Ed.), International Halich Congress on Multidisciplinary Scientific Research (pp.
143-152). FARABI Publishing House.
https://bookcites.com/index.jsp?modul=detay &book=733-20220217-
Y2eZmceHOU pdfé&id=




Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4),
370-396. https://doi.org/10.1037/h0054346

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, 1(1), 61-89.
https://doi.org/10.1016/1053-4822(91)90011-Z

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research,
and application. Sage Publications, Inc.

Putra, T. T. 8. (2019). Pengaruh gaya kepemimpinan terhadap komitmen organisasi dan
kepuasan kerja dalam peningkatan kinerja medis dan paramedis (Studi di Rumah
Sakit Al-Arif Kabupaten Ciamis). Idea: Jurnal Humaniora, 2(1), 94-107.
https://doi.org/10.29313/idea.v0i0.4 185

Reichers, A. E. (1985). A review and reconceptualization of organizational
commitment. Academy of Management  Review, 10(3), 465-476.
https://doi.org/https://psycnet.apa.org/doi/10.2307/258128

Riwu Kore, J. R. (2010). Pengaruh kepemimpinan transformasional, kompetensi dan
motivasi kerja terhadap komitmen organisasi dan kinerja pegawai di Sekretariat
Pemerintah Kota Kupang Nusa Tenggara Timur. Universitas 17 Agustus 1945
Surabaya.

Riwu Kore, J. R. (2020). Kepemimpinan transformasional peningkatan sumber dava
manusia (F. Haba Ora (ed.); Isted). PT. Insan Cendekia Mandiri Group.

Riwukore, J. R. (2010). Effect of transformational leadership, competency motivation
and commitment to work organization and performance of employees in
Goverment Secretariat City Kupang, East Nusa Tenggara. Surabaya: Programs
Study of Economic Science, Postgraduate in Universitas 17 Agustus 1945.

Riwukore, J. R., & Habaora, F. (2019a). Revolutionary concept of garbage handling in
Kota Kupang, Indonesia. Ecological Engineering and Environment Protection,
1(2), 3947 https://doi.org/10.32006/eeep.2019.2.3947

Riwukore, J. R., & Habaora, F. (2019b). The concept of strategy for garbage
management in the Kupang City, Indonesia. Saudi Journal of Humanities and
Social Sciences, 4(6), 395-400. https://doi.org/10.21276/sjhss.2019.4.6.1

Riwukore, J. R., & Habaora, F. (2021). The Influence of Competence and Work
Motivation to Teacher Performance in Smp Negeri At Kota Kupang. [lkégretim
Online, 20(1), 1010-1017. https://doi.org/10.17051/ilkonline.2021.01.73

Riwukore, J. R., Susanto, Y ., Pilkandis, J., & Habaora, F. (2021). Analysis of employee
performance in the Department of Education and Culture, Lubuklinggau City. Asia
Pacific  Journal of Management and  Education, 4(2), 95-109.
https://doi.org/10.32535/apjme.v4i2.1149

Riwukore, J. R., Susanto, Y., Walyusman, Riance, A., Zubaidah, R. A., & Habaora, F.
(2021). Analysis of Employee Performance Based on Competence and Work
Climate in Lubuklinggau Barat I District at Indonesia. The Journal of Social
Sciences Research,7(71),7-14. https://doi.org/10.32861/jssr.71.7.14

Sanjaya, F. A. (2020). Pengaruh motivasi, disiplin kerja dan kompensasi terhadap
kinerja karyawan pada PT. BRI KC. Surabaya Jemursari. Jurnal llmu Dan Riset




Manajemen, 9(11), 1-13.

Santy, N. A. M., & Abdurrakhman, M. Z. (2021). Pengaruh motivasi kerja, budaya
organisasi dan disiplin kerja terhadap kinerja pegawai kantor pada Dinas Pertanian
Kabupaten Hulu Sungai Selatan. JIEB: Jurnal llmiah Ekonomi Bisnis, 7(3), 300-
3109. https://doi.org/https://doi.org/10.35972/jieb.v7i3.661

Sari, R. N. I., & Hadijah, H. S. (2016). Peningkatan kinerja pegawai melalui kepuasan
kerja dan disiplin kerja. Jurnal Pendidikan Manajemen Perkantoran, 1(1), 204—
214. https://doi.org/10.17509/jpm.v1i1.3389

Shofwani, S. A., & Hariyadi, A. (2019). Pengaruh kompensasi, motivasi dan disiplin
kerja terhadap kinerja karyawan Universitas Muria Kudus. Jurnal Stie Semarang,
11(1), 52-65. https://doi.org/10.33747/stiesmg.v1 1i1 338

Sugiyono, E., Effendi, S., & Alwan, B. (2021). Pengaruh komitmen organisasi,
motivasi, disiplin, terhadap kepuasan kerja dalam pelaksanaan Perjanjian Kerja
Bersama (PKB) dan dampaknya terhadap kinerja karyawan pada PT. Pakoakuina.
Jurnal Ilmiah MEA (Manajemen, Ekonomi, Dan Akuntansi), 5(1), 783-802.
https://doi.org/https://doi.org/10.31955/mea.vol5.iss 1 pp783-802

Sukiman, & Priyono, B. S. (2020). Pengaruh modal psikologi dan motivasi kerja
terhadap kinerja pegawai melalui kepuasan kerja dan komitmen organisasional. In
Proceeding Sendi_U (Ed.), Seminar Nasional Multi Disiplin llmu & Call For
Papers: Optimalisasi Potensi Masyarakat di Era Society 5.0 untuk Mewujudkan
Indonesia Maju dan Berkarakter (pp. 727-737). Universitas STIKUBANK.
https://www.unisbank.ac.id/ojs/index.php/sendi_u/article/view/8068

Sunarno, & Liana, L. (2015). Pengaruh komitmen organisasional dan budaya organisasi
terhadap kinerja guru dimediasi kepuasan kerja (Studi kasus pada Guru SMA
Kesatrian dalam Yayasan Pendidikan Kesatrian 67. Prosiding Seminar Nasional
Multidisiplin - Ilmu Dan Call for Papers Unisbank (SENDI_U), 1-16.
https://doi.org/10.1088/1751-8113/44/8/085201

Susanto, Y., Riwukore, J. R., Afrianti, I., & Habaora, F. (2021). Pengaruh kompetensi
dan motivasi kerja terhadap kinerja guru di SMP Negeri 4 Kota Lubuklinggau
Sumatera Selatan. Jurnal Pendidikan, 30(2), 143-152.
https://doi.org/10.32585/jp.v30i2.1578

Susanto, Y., Riwukore, J. R., Oktovianus, F., & Habaora, F. (2021). The effect of
compensation and competence on performance with motivation as a variable
intervening an employee in partners of the Central Statistics Agency,
Lubuklinggau City, South Sumatra, Indonesia. Review of Management and
Entrepreneurship, 5(2), 113—136. https://doi.org/10.37715/rme.v5i2.1778

Susita, D., Parimita, W., & Setyawati, S. (2020). Pengaruh motivasi kerja dan komitmen
organisasi pada kinerja karyawan PT X. JRMSI - Jurnal Riset Manajemen Sains
Indonesia, 11(1), 185-200. https://doi.org/10.21009/JRMSI1.011.1.010

Sutopo, J. (2018). Pengaruh partisipasi anggaran, komitmen organisasi, kepuasan kerja,
job relevant information, budaya organisasi dan locus of control terhadap kinerja
pegawai Bagian Keuangan Dinas Pendidikan Kabupaten Klaten. Advance, 5(1),
54-61.

[




Sutrisno, E. (2011). Manajemen sumber daya manusia (6rd Ed.). Pranada Media Group.

Suwanto. (2019). Pengaruh disiplin kerja dan motivasi kerja terhadap kinerja karyawan
pada Rumah Sakit Umum Tangerang Selatan. JENIUS (Jurnal Ilmiah Manajemen
Sumber Daya Manusia), 3(1), 16-23. https://doi.org/10.32493/jjsdm.v3i1.3365

Syafruddin, Intang, S. N., & Selvia. (2021). Pengaruh kepemimpinan, motivasi kerja,
kompetensi terhadap kinerja karyawan STIKES Salewangang Maros. Jurnal
Ilmiah Manajemen Dan Bisnis, 6(1), 1-12.
https://doi.org/10.38043/jimb.v6il 2950

Taolin, J. (2019). Karena tidak disiplin, Pemkot Kupang berhentikan 369 pegawai.
Fokus Nusa Tenggara. https://www fokusnusatenggara.com/warta-kota/karena-
tidak-disiplin-pemkot-kupang-berhentikan-369-ptt/

Tumilaar, B. R. (2015). The effect of discipline, leadership, and motivation on
employee performance at BPJS Ketenagakerjaan Sulut. Jurnal EMBA: Jurnal Riset
Ekonomi, Manajemen, Bisnis Dan Akuntansi, 3(2), 787-797.
https://doi.org/https://doi.org/10.35794/emba.3.2.2015.8901

Yonata, H., Wijoyo, H., & Sunarsi, D. (2020). Pengaruh disiplin dan iklim kerja
terhadap kinerja Kepala Sekolah pada Sekolah Menengah Kejuruan
Muhammadiyah Cipulir, Jakarta Selatan. Journal of Education, Humaniora and
Social Sciences (JEHSS), 3(2), 594—600. https://doi.org/10.34007/jchss.v3i2.368

Zainal, S. V. R. (2015). Manajemen sumber daya manusia untuk perusahaan (7th ed.).
PT. Raja Grafindo Press.

Zainal, V. R., Ramly, M., Mutis, T., & Arafah, W. (2018). Manajemen sumber daya
manusia untuk perusahaan: dari teori ke praktik (8rd ed.). Raja Grafinda Persada
Press.




Employee Performance Analysis Based on the Effect of
Discipline, Motivation, and Organizational Commitment at
the Regional Secretariat of the Kupang City Government

ORIGINALITY REPORT

1 3%

SIMILARITY INDEX

PRIMARY SOURCES

media.neliti.com

Internet

jurnal.narotama.ac.id

Internet

docsdrive.com

Internet

rjoas.com

Internet

Andre Syafrizal, Yuniman Zebua, Bayu Eko Broto.
"Communication Ability, Work Attitude,

190 words — 2%
95 words — | %
80 words — 1 %
78 words — 1 %

75 words — 1 %

Compensation, and Commitment to Performance of Service
Employees Labuhanbatu District Transportation”, Quantitative

Economics and Management Studies, 2022

Crossref

n Imelda Wisang. "PENGARUH KEDISIPLINAN DAN
MOTIVASI BELAJAR TERHADAP PRESTASI BELAJAR
PESERTA DIDIK KELAS XI SMK NEGERI 3 MAUMERE",
Paedagogia: Jurnal Pendidikan, 2020

Crossref

ilkogretim-online.org

73 words — 1 %



— P — N
H B HE B B B

—_ —_
e w

Internet

journal2.uad.ac.id

Internet

www.openjournal.unpam.ac.id

Internet

conference.loupiasconference.org

Internet

liste.org

Internet

e-journal.stie-kusumanegara.ac.id

Internet

WWW.ijosmas.org

Internet

67 words — 1 %
67 words — 1 %
65 words — | %
62 words — | %
55 words — 1 %
51 words — 1 %

51 words — 1 %

Meiryani Meiryani, Mutiara Ericka Alya Abiyyah, Ang 48 words — 1 %

Swat Lin Lindawati, Dianka Wahyuningtias, Tommy

Andrian. "Determinants of taxpayer compliance in paying
motor vehicle tax in an emerging country"”, Corporate
Governance and Organizational Behavior Review, 2022

Crossref

www.ilomata.org

Internet

ON
ON

45 words — 1 %

<1%
OFF



