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Abstract 

This study aims to examine the direct and indirect effects of work discipline and 

organizational commitment on employee performance through work motivation and the 

mediating role of work motivation. The research sample consisted of 122 employees at the 

Marine, Fisheries, Agriculture, and Food Service of Lhokseumawe City. Path analysis using 

SEM-AMOS showed that work discipline and organizational commitment significantly 

increased employee work motivation and performance. Furthermore, this study revealed the 

important role of work motivation as a full mediator between work discipline and 

performance, as well as a partial mediator between organizational commitment and 

performance. These findings provide significant empirical contributions to the existing 

literature on factors that influence employee performance in the public sector, especially in 

the context of local government. 
 

Keywords: Work discipline, Organizational Commitment, Work Motivation, and Employee 

Performance. 

 

I. Introduction 

Human resources are the most valuable strategic asset for an organization. Human resource 

management, as defined by Ibrahim et al., (2022), is a series of processes that include planning, 

organizing, and controlling all activities related to the workforce in an organization, with the main 

goal of achieving organizational effectiveness and efficiency. To achieve optimal performance, 

organizations need to pay attention to various factors that influence employee performance. 

According to Kuddy, (2017), the role of the organization is very crucial in creating a conducive work 

environment to encourage the development of professional attitudes and behavior. Research by 

Notanubun et al., (2019)shows that employee performance is influenced by various factors, ranging 

from intrinsic and extrinsic motivation, job satisfaction, work environment conditions, to 

psychological factors such as stress levels and organizational commitment. 

Employee performance can be defined as the work results achieved by individuals or groups 

in carrying out tasks assigned by the organization. Effective and efficient utilization of human 

resources will have a positive impact on organizational productivity, because employees who are 

motivated and satisfied with their work tend to be more productive. Field observations identified a 
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number of problems that hampered the optimal performance of the Lhokseumawe City Marine, 

Fisheries, Agriculture, and Food Service (DKPPP). Individual behavior such as indiscipline, lack of 

professionalism, and lack of teamwork were among the contributing factors. In addition, ineffective 

work systems and procedures also contributed to slow public services and low employee productivity. 

According to Mariani & Sariyathi, (2017), motivation is a driving factor that can be used by leaders to 

improve subordinate performance. Motivation consists of three main interrelated components, 

namely: (1) needs, which arise due to an imbalance between actual conditions and desired conditions; 

(2) drives, which arise as an effort to fulfill needs; and (3) incentives, which are anything that can 

fulfill needs and reduce drives, such as awards or recognition. Dariansyah, (2018)supports this view 

by explaining that motivation is a complex process involving interactions between these three 

components. 

Guidance and Personality (2011)has identified that motivation is a complex phenomenon that 

is influenced by various factors, one of which is work discipline. On the other hand, work discipline 

itself is also influenced by a number of factors, such as the amount of compensation, effective 

leadership, the existence of clear work guidelines, consistent supervision, intrinsic employee 

motivation, and the development of an organizational culture that supports discipline.(Saputra & Ali, 

2022). These factors are interrelated and interact with each other in influencing employee 

performance. 

The phenomenon found in DKPPP Lhokseumawe City indicates a complex problem related 

to employee work motivation. Lack of effective communication, inadequate rewards, and less 

supportive leadership styles have created a less conducive work environment. This condition has the 

potential to reduce employee work motivation, productivity, and overall organizational performance. 

Work discipline, as defined by Wulandari & Hamzah, (2019), is a proactive attitude that reflects an 

individual's willingness to comply with the rules and norms that apply in an organization. Various 

studies, including studies conducted by Liana, (2020), has consistently shown a significant 

relationship between work discipline and employee performance. This indicates that work discipline 

is a key factor in increasing organizational productivity and effectiveness. 

Several studies, such as those conducted by Azizah et al., (2022), has identified a number of 

factors that can influence the level of individual work discipline. These factors include compensation 

systems, leadership, attendance, alertness, and compliance with work standards and regulations. The 

complex interactions between these factors form the basis for individual discipline behavior in 

organizations. Analysis of the phenomenon of employee work discipline at the Lhokseumawe City 

DKPPP shows a number of problems that need to be taken seriously. One of the prominent problems 

is the high level of non-compliance with attendance rules, which is characterized by frequent lateness 

without valid reasons. In addition, there was also an attitude of neglect towards work responsibilities, 

which was reflected in the low quality of work results and lack of initiative in completing tasks. This 

condition indicates that employee work discipline at the Lhokseumawe City DKPPP is still far from 

optimal and needs to be made comprehensively. 

Although previous studies have identified personal, structural, and job characteristics as 

strong antecedents of employee affective commitment at the Lhokseumawe City DKPPP, an 

interesting phenomenon was found in this study. Although most employees showed a high level of 

commitment, there were also a number of employees who expressed a desire to move to another 

agency. The mismatch between the discipline and the type of work currently being held was one of 

the main reasons. For example, civil engineering graduates tend to want to move to the Public Works 

Department. This phenomenon indicates a disparity between employee expectations and the reality in 

the field. Although theory suggests that positive work experiences can increase affective commitment, 

in the context of the Lhokseumawe City DKPPP, other factors such as the suitability between interests 

and work and career development opportunities seem to be more dominant. This difference between 

theory and practice raises questions about what other factors might influence employees' decisions to 

stay or leave the organization. These findings have significant implications for human resource 

management. If not addressed immediately, high employee turnover rates can have a negative impact 

on overall organizational performance. Therefore, further research is needed to identify the factors 
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that cause the mismatch between expectations and reality, and to formulate effective strategies to 

enhance employee affective commitment. 

 

 

II. Theoretical Background 

Human resources (HR) are often considered the most valuable asset for an organization. The 

skills, knowledge, and creativity of employees are key factors in achieving organizational goals. 

Research by Noe, (2017) shows that organizations that are able to manage HR effectively tend to have 

better performance and are more adaptive to changes in the business environment. Good Human 

Resource Management (HR) not only includes recruitment, selection, and development activities, but 

also includes efforts to create a conducive work environment, provide adequate incentives, and 

involve employees in decision making. Thus, HR plays an important role in improving employee 

performance, advancing the organization, and ultimately providing better services to the community. 

 

Employee Performance 

Employee performance, as defined by Ananda & Aslami, (2023), is a manifestation of 

individual achievement in carrying out their duties. Harwiki (2016) emphasized that performance is 

not only related to the quantity of results, but also to the quality and good work ethics in order to 

achieve organizational goals. Martin et al. (2017) further explained that performance can be assessed 

quantitatively and qualitatively. According to Arifin, et al. (2022), performance indicators include 

quality, speed, initiative, ability, and communication, which collectively contribute to organizational 

success. 

 

Work motivation 

Work motivation, as defined by Mariani & Sariyathi, (2017), is often considered as a 

managerial tool to drive employee performance. However, psychologically, motivation is a complex 

internal process, as explained by Kanfer et al. (2017). Motivation is an internal drive that directs 

individual behavior towards certain goals, influenced by intrinsic and extrinsic factors.Nurasniar, 

(2021)identify several indicators of basic human needs that can be a source of motivation, namely 

physical needs, security, social, appreciation, and self-actualization. 

 

Work discipline 

Work discipline is a key factor in improving individual and organizational performance. 

Disciplined individuals tend to be more productive, innovative, and have a high commitment to work. 

Desler's (2013) research supports this finding by showing that work discipline contributes 

significantly to the achievement of organizational goals. Work discipline can be defined as an 

individual's awareness and commitment to comply with the rules, norms, and values of the 

organization, and is reflected in daily behavior such as punctuality, responsibility, and effective use of 

resources ((Wulandari & Hamzah, 2019); Utomo, 2023). Referring to research by Fitriya and Kustini 

(2022), work discipline can be identified through several main indicators, namely punctuality in 

completing tasks, efficient use of facilities and infrastructure, high responsibility for work, and 

compliance with applicable regulations. 

 

Organizational commitment 

Organizational commitment, according toBadrianto & Ekhsan, (2021), is a psychological 

bond that binds an individual to an organization. This bond is reflected in the acceptance of 

organizational values, the desire to remain part of the organization, and the willingness to contribute 

to the success of the organization. According to Robbins & Timothy (2016), an organizational 

committee is a group formed to achieve certain goals in an organization. Through their participation 

in the committee, this group can reflect various attitudes of members towards the organization, 
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including the level of job satisfaction. Hartono and Setiwan (2013) identified several indicators of 

organizational commitment, including the desire to become a member of the organization, the 

willingness to exert maximum ability and the belief and acceptance of organizational goals. These 

indicators are reflected in the daily behavior of organizational members. 

 

III. Conceptual Framework and Research Hypothesis 

Conceptual is an explanation of the relationship or connection of a theory with important 

factors that have been known in a particular problem. This study aims to examine the effect of work 

discipline and organizational commitment on employee work motivation and performance. 

Conceptually, this study is based on the premise that high work discipline, characterized by obedience 

to rules and responsibilities, will increase work motivation. High work motivation, as an internal drive 

to work, will in turn increase employee performance. In addition, strong organizational commitment 

is also hypothesized to contribute to increased work motivation and performance. Previous studies 

(Syukron, et al., 2022; Rochmah & Suhartono, 2023; Maswani, et al., 2021; Hakim, et al., 2021; 

Theo, et al., 2021; Kirana, et al., 2022; Novitasari, 2023; Ahluwalia & Preet, 2017; Suarjana et al., 

2016; Farida, et al., 2016; Pasulu, et al., 2023) have consistently shown a positive relationship 

between these variables. 

Based on the research conceptual framework, 7 (seven) hypothesis statements can be 

formulated as follows: 

H1: Work discipline has a positive and significant influence on work motivation at the Marine, 

Fisheries, Agriculture and Food Service of Lhokseumawe City 

H2: Organizational commitment has a positive and significant effect on work motivation at the 

Marine, Fisheries, Agriculture and Food Service of Lhokseumawe City. 

H3:  Work discipline has a positive and significant effect on employee performance at the Marine, 

Fisheries, Agriculture and Food Service of Lhokseumawe City. 

H4 : Organizational Commitment has a positive and significant influence on employee 

performance at the Marine, Fisheries, Agriculture and Food Service of Lhokseumawe City 

H5:    Work motivation has a positive and significant effect on employee performance at the Marine, 

Fisheries, Agriculture and Food Service of Lhokseumawe City. 

H6:   Work motivation mediates between work discipline and employee performance at the Marine, 

Fisheries, Agriculture and Food Service of Lhokseumawe City 

H7:   Work motivation mediates between organizational commitment and employee performance at 

the Marine, Fisheries, Agriculture and Food Service of Lhokseumawe City. 

 

IV. Research Methodology 

The independent variables in this study are work discipline and organizational commitment. 

Work motivation is hypothesized as a mediator variable that connects the independent variables with 

the dependent variable, namely employee performance. This study is quantitative using a survey 

research design. Data collection was carried out by distributing questionnaires to the entire 

population, namely employees of the Marine, Fisheries, Agriculture and Food Service of 

Lhokseumawe City totaling 122 people. The research instrument used a 5-point Likert scale that had 

been adapted from previous studies. The author uses Structural Equation Modeling (SEM) to model 

and test the research hypothesis. SEM is a statistical technique that allows researchers to test a series 

of complex relationships simultaneously. In this study, SEM is used to confirm the theoretical model 

that has been developed and measure the strength of the relationship between the research variables. 

The analysis conducted in this study includes: 

1. Confirmatory Factor Analysis:This analysis is used to confirm whether the indicators used to 

measure a construct truly represent the construct. 

2. Path Analysis:This analysis is used to test the strength and direction of the causal relationship 

between latent variables in the model. 

The SEM model development process in this study follows the following steps: 
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1. Theoretical Model Development:The initial stage is to build a strong theoretical model based on a 

literature review. This model is then tested empirically using SEM. 

2. Flowchart Development:The relationships between variables in the model are represented in the 

form of flowcharts. These flowcharts help visualize the structure of the model and the causal 

relationships between constructs. 

3. Construct Identification:Constructs in the SEM model can be divided into two types: 

o Exogenous Constructs:Independent variables that are not influenced by other variables in the 

model. 

o Endogenous Constructs:A dependent variable that is influenced by one or more independent 

variables. 

The models that will be developed in this research are as follows: 

 

 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Full Structural Equation Modeling 
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Research Results and Discussion 

The results of the full model 1 analysis (initial model) using SEM analysis are shown in Figure 2. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2: CFA Construct Full Model before Modification 

 

Furthermore, the model suitability test can be seen in Table 1 below: 

Table 1 

Structural Equation Model Suitability Index Test of Full Model before Modification 

Goodness of Fit Index Cut-offValue Analysis Results Model Evaluation 

χ2Chi-Square Statistics Expected Small 118,856 Good 

Probability >0.05 0.007 Marginal 

CMIN/DF <2.00 1,414 Good 
GFI >0.90 0.895 Marginal 

AGFI >0.90 0.851 Marginal 

TLI >0.95 0.955 Good 

CFI >0.95 0.964 Good 
RMSEA <0.08 0.059 Good 

 

Based on table 1 above shows the final results of the confirmatory factor analysis full model. 

In general, all constructs used in forming this research model, both in the confirmatory analysis 

(CFA), the regression value between constructs and the goodness of fit test consisting of CDMIN / DF 

have met the required criteria except for Probability, GFI and AGFI which are at a value that is not 

good, therefore modifications need to be made. 
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Furthermore, the model suitability test can be seen in Table 2 below: 

 

Table 2 Structural Equation Model Fit Index Test of Full Model after Modification 

 

Goodness of Fit Index Cut-offValue Analysis Results Model Evaluation 

χ2Chi-Square Statistics Expected Small 90,141 Good 

Probability >0.05 0.228 Good 

CMIN/DF <2.00 1,112 Good 

GFI >0.90 0.916 Good 

AGFI >0.90 0.876 Marginal 
TLI >0.95 0.988 Good 

CFI >0.95 0.991 Good 

RMSEA <0.08 0.031 Good 

 

The results of the goodness of fit analysis show that after modifications to all criteria, the 

values set are better than before, except for AGFI which is still marginal. Thus, overall this research 

model has been fit. 

To see how bigdirect, indirect and total effects are shown in Table 3: 

 

Table 3 Testing of Direct, Indirect and Total Influence 

 

 
Commitment 

Organization 
Work Discipline Work motivation 

Employee 

Performance 

Direct Effects 
Work motivation 0.439 0.303 0 0 

Employee 

Performance 
0.277 0.321 0.309 0 

Indirect Effects 

Work motivation 0 0 0 0 

Employee 
Performance 

0.136 0.094 0 0 

Total Effects 
Work motivation 0.439 0.303 0 0 

Employee 
Performance 

0.413 0.414 0.309 0 

 

The results of testing the mediating (intervening) effect of the relationship between work discipline 

variables and employee performance variables mediated by work motivation variables are shown in 

Figure 4: 

 

 

 

 

 

 

 

 

 

 

Figure 4. Results of the Mediation Effect Test of DK, MK, KP 

DK KP 

MK 

A=0.303 

P=0.013 

B=0.309 

P=0.006 

C=0.321 

P=0.004 

C'=0.094 

P= 0.078 
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Figure 4 can be explained that the coefficients of path A, path B and path C are significant 

and the significance value of path C' is not significant. Because the probability of path C' is not 

significant, it can be concluded that there is a full relationship.mediationor in other words, the work 

motivation variable mediates in full mediation between work discipline and employee performance at 

the Marine, Fisheries, Agriculture and Food Service of Lhokseumawe City. The results of testing the 

mediating (intervening) effect of the relationship between organizational commitment variables and 

employee performance variables mediated by work motivation variables are shown in Figure 5: 

 

 

 

 

 

 

 

Figure 5. Results of the KO, MK, KP Mediation Effect Test 

 

Figure 5 can be explained that the coefficient of path A, path B and path C, are significant and 

the significance value of path C' is significant. Because the probability of path C' is significant, it can 

be concluded that there is a partial mediation relationship or in other words the work motivation 

variable mediates partially between the organizational commitment variable and employee 

performance at the Lhokseumawe City Marine, Fisheries, Agriculture and Food Service 

 

VI. Conclusion and Recommendations 

Conclusion 

 This study shows that work discipline and organizational commitment significantly and 

positively affect employee work motivation at the Marine, Fisheries, Agriculture and Food Service of 

Lhokseumawe City. In addition, both work discipline and organizational commitment also 

significantly and positively contribute to improving employee performance. The results of the 

mediation analysis show that work motivation acts as a full mediator between work discipline and 

employee performance, while acting as a partial mediator between organizational commitment and 

employee performance. These findings indicate that work motivation is an important factor in 

bridging the relationship between work discipline, organizational commitment, and employee 

performance in the organization. 

 

Recommendation 

1. Work Discipline: It is recommended that the Office conduct periodic evaluations of the employee 

attendance and performance monitoring system, and provide clear rewards or sanctions related to 

discipline. In addition, training is needed on how to use facilities and infrastructure properly. 

2. Organizational Commitment: The Office needs to develop programs that can increase employees' 

sense of belonging and loyalty to the organization, such as career development programs, social 

activities, and strengthening organizational values. 

3. Work Motivation: Periodic job satisfaction surveys need to be conducted to identify factors that 

influence employee work motivation. Based on the survey results, the Office can design 

KO KP 

MK 

A= 0.439 

P= 0.0001 

 

B= 0.309 

P= 0.006 

C= 0.277 

P= 0.017 

C'= 0.136 

P = 0.046 
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programs that can increase job security, meet employee social needs, and provide fair and 

performance-appropriate rewards. 

4. Employee Performance: The agency can implement an objective and transparent performance 

appraisal system, and provide constructive feedback to employees. In addition, training needs to 

be carried out that can improve employee competence in carrying out their duties. 

 

 

 
REFERENCES 

1. Ahluwalia, A. K., & Preet, K. (2017). The Influence of Organizational Commitment on Work 

Motivation: A Comparative Study of State and Private University Teachers. IUP Journal of 

Organizational Behavior, 16(2). 

2. Ananda, S., & Aslami, N. (2023). Analisis Kualitas Kerja Dan Kuantitas Kerja Terhadap Kinerja 

Pegawai Dinas Perindustrian Perdagangan Energi Sumber Daya Mineral Provinsi Sumatera Utara 

(Studi Kasus Bidang Perdagangan Dalam Negeri). Jurnal Musytari Neraca Manajemen Ekonomi, 

2(11) 

3. Arifin, A. H., Marbawi, M., Heikal, M., & Afrina, M. (2022). The Influence Of Transformational 

Leadership Style, Transactional And Job Satisfaction On The Performance Of Teachers Of SMA 

Negeri 1 Makmur. International Journal of Educational Review, Law And Social Sciences 

(IJERLAS), 2(4), 489-498. 

4. Azizah, S. N., Permatasari, B., & Suwarni, E. (2022). Pengaruh Penerapan Absensi Fingerprint 

Terhadap Disiplin Kerja Aparatur Sipil Negara Pada Bagian Pengadaan Barang/Jasa Sekretariat 

Kota Bandar Lampung. SMART: Strategy of Management and Accounting through Research and 

Technology, 2(1), 67–77. http://jim.teknokrat.ac.id/index.php/smart/issue/archive 

5. Badrianto, Y., & Ekhsan, M. (2021). Pengaruh Work-life Balance terhadap Kinerja Karyawan 

yang di Mediasi Komitmen Organisasi. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 4(2), 951–

962. https://doi.org/10.36778/jesya.v4i2.460 

6. Dariansyah, D. (2018). Pengaruh Disiplin Kerja, Motivasi dan Kualitas Pelayanan terhadap 

Kinerja Pegawai Kantor Pelayanan Pajak Pratama Kramat Jati. Sosio E-Kons, 10(2), 150. 

https://doi.org/10.30998/sosioekons.v10i2.2671 

7. Dessler, G. (2013). Human Resource Management. London: Pearson Education, Inc. 

8. Fitriya, A., & Kustini, K. (2022). Pengaruh Pengawasan terhadap Disiplin Kerja. Reslaj : Religion 

Education Social Laa Roiba Journal, 5(3), 634–649.  

9. Farida, S. I., Iqbal, M., & Kurniasih, A. (2016). Pengaruh Kepercayaan Dan Komitmen 

Organisasi Terhadap Motivasi Kerja Serta Implikasinya Pada Kepuasan Kerja. Jurnal 

Kependidikan: Penelitian Inovasi Pembelajaran, 46(1), 121-134. 

10. Hakim, A.L., Faizah, E.N., & Nujulah, F. (2021). The Effect Of Work Motivation And Work 

Discipline On Employee Performance. Sinergi : Jurnal Ilmiah Ilmu Manajemen. 

11. Hartono, B., & Setiwan, R. (2013). Pengaruh Komitmen Organisasional Terhadap Kepuasan. 

Agora, 1(1), 1–8. 

12. Harwiki, W. (2016). The impact of servant leadership on organization culture, organizational 

commitment, organizational citizenship behaviour (OCB) and employee performance in women 

cooperatives. Procedia-Social and Behavioral Sciences, 219, 283-290. 

13. Hidayah, S., & Pribadi, K. (2011). Analisis Pengaruh Disiplin Kerja Dan Komunikasi Terhadap 

Kinerja Dengan Mediasi Motivasi Kerja Pegawai. Jurnal Ekonomi Manajemen Akuntansi, 14(31), 

1–18. 

14. Ibrahim, M., Saputra, J., Adam, M., & Yunus, M. (2022). Organizational Culture, Employee 

Motivation, Workload and Employee Performance: A Mediating Role of Communication. WSEAS 



53 

Volumes 4 No. 1 (2024) 

 

The Influence of Work Discipline and Organizational Commitment on Employee Performance with Work 

Motivation as an Intervening Variable 

 

Nurhafifah
1
, A Hadi Arifin

2
, Em Yusuf Iis

3
, Jullimursyida

4 

 

Transactions on Business and Economics, 19, 54–61. https://doi.org/10.37394/23207.2022.19.6  

15. Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation related to work: A century of 

progress. Journal of Applied Psychology, 102(3), 338. 

16. Kirana, I. B. G. A., Sriathi, A. A. A., & Suwandana, I. G. M. (2022). The effect of work 

environment, work discipline, and work motivation on employee performance in manufacturing 

company. European Journal of Business and Management Research, 7(3), 26-30. 

17. Kuddy, A. (2017). Pengaruh Kepemimpinan, Motivasi, dan Disiplin Kerja Terhadap Kinerja 

Pegawai Pada Dinas Pertanian dan Ketahanan Pangan Provinsi Papua. Jumabis, 1(2), 22–36. 

18. Liana, Y. (2020). Kompetensi pegawai, lingkungan kerja, dan disiplin kerja terhadap kinerja 

pegawai. Inspirasi: Jurnal Ilmu-Ilmu Sosial. 

http://jurnal.stkippgritulungagung.ac.id/index.php/inspirasi/article/view/1810  

19. Luthans, Fred., (2008). Organizational Behavior. 11
th
 Ed. Singapore: McGraw-Hill/Irwin. 

20. Mariani, L. M. I., & Sariyathi, N. K. (2017). Pengaruh Motivasi, Komunikasi Dan Disiplin Kerja 

Terhadap Kinerja Karyawan Warung Mina Peguyangan Di Denpasar. E-Jurnal Manajemen Unud, 

6(7), 3540–3569.  

21. Martin, S. L., Javalgi, R. G., & Cavusgil, E. (2017). Marketing capabilities, positional advantage, 

and performance of born global firms: Contingent effect of ambidextrous innovation. 

International business review, 26(3), 527-543. 

22. Maswani, M., Utami, E. P., & Nofiar, N. (2021). Analysis of the effect of work discipline, work 

environment, and work motivation on employee performance at pt. Bayutama teknik. Dinasti 

International Journal of Economics, Finance & Accounting, 1(6), 960-968. 

23. Noe, R. A., Hollenbeck, J. R., Gerhart, B. A., & Wright, P. M. (2017). Human Resource 

Management: Gaining a Competitive Advantage (10th ed.). New York: McGraw-Hill Education. 

24. Notanubun,  martha selfia, Adolvina, & Djemly, W. (2019). Pengaruh Stres Kerja Dan Kepuasan 

Kerja Terhadap Kinerja Pegawai Pada Kejaksaan Negeri Manado. Jurnal Emba: Jurnal Riset 

Ekonomi, Manajemen, Bisnis Dan Akuntansi, 7(1), 681–690. 

25. Novitasari, D. (2023). Pengaruh Kompensasi, Komitmen Organisasional dan Kepemimpinan 

Transformasional Terhadap Kinerja Pegawai Melalui Motivasi Kerja (Studi pada Tenaga 

Pendidik di SIT Nurul ‘Ilmi Jambi). Educational Leadership and Management Journal (Element 

Journal), 1(1), 41-48. 

26. Nurasniar, W. A. (2021). Employee Performance Improvement Through Competence and 

Organizational Culture with Work Motivation as A Mediation Variable. APTISI Transactions on 

Management (ATM), 6(2), 121–131. https://doi.org/10.33050/atm.v6i2.1743  

27. Pasulu, M., Irfan, A., Pahmi, A. A., & Thalib, L. (2023). The Effect of Job Satisfaction and Work 

Motivation on Employee Performance through Work Discipline at the Regional Secretariat of 

East Luwu Regency. Rahmawanti, NP (2014). Pengaruh lingkungan kerja terhadap kinerja 

karyawan (Studi pada karyawan kantor pelayanan pajak Pratama Malang Utara)(Doctoral 

dissertation, Brawijaya University). 

28. Robbins,  S.  P.,  &  Timothy,  A.  J.  (2016). Perilaku  Organisasi,  Edisi  16 (16th  ed.).  

Salemba  Empat. Jakarta. 

29. Rochmah, A.N., & Suhartono, S. (2023). Pengaruh Lingkungan Kerja, Kompensasi, Disiplin 

Kerja Dan Kompetensi Kerja Terhadap Kinerja Karyawan Melalui Motivasi Kerja Sebagai 

Variabel Mediasi. Jurnal Riset Akuntansi dan Bisnis Indonesia. 

30. Saputra, A., & Ali, S. (2022). Analisis Faktor-faktor yang mempengaruhi penurunan disiplin kerja 

pegawai pada kelompok hukum organisasi dan Kepegawaian pada Badan Penyuluhan dan 

Pengembangan Sumber Daya Manusia Pertanian (BPPSDMP) Kementerian Pertanian RI di 

Jakarta. Owner, 6(2), 1772–1784. https://doi.org/10.33395/owner.v6i2.807 

31. Suarjana, Mantra., Mahayana Putra, dan Suda Susilawati (2016). Pengaruh Motivasi Kerja Dan 

Kepuasan Kerja Terhadap Komitmen Organisasi Serta Dampaknya Terhadap Kinerja Pegawai 

Pln Rayon Gianyar Di Kabupaten Gianyar, Jurnal Bisnis dan Kewirausahaan. Vol 12 No. 1 

Maret.  



International Journal of Social Science, Educational, Economics, Agriculture Research, and Technology (IJSET) 

E-ISSN:2827-766X | WWW.IJSET.ORG 

54 

 

 

 

 

 

 

 

 

32. Syukron, M., Hendriani, S., & Maulida, Y. (2022). Pengaruh Pengembangan Sumber Daya 

Manusia Dan Disiplin Kerja Terhadap Kinerja Pegawai Melalui Motivasi Kerja Sebagai Variabel 

Intervening Pada Dinas Pariwisata Provinsi Riau. Jurnal Daya Saing. 

33. Theo, C., Nursyamsi, I., & Munizu, M. (2021). The Effect of Discipline, Work Motivation, Work 

Expenses on Employee Performance Through Work Satisfaction. Hasanuddin Journal of Applied 

Business and Entrepreneurship, 4(1), 53-64Utomo, S. B. (2023). The Influence of Discipline on 

Work Performance of J&T Express Employees at Sukahaji Branch, Majalengka Regency. 

Indonesian Journal of Islamic Economics and Finance, 3(1), 53-60. 

34. Wulandari, A., & Hamzah, R. (2019). Dampak Disiplin Kerja Dan Kemampuan Kerja Terhadap 

Prestasi Kerja Karyawan. Jurnal Signaling STMIK Pringsewu, 8(2), 41–47. 
 


