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Abstract 

Objective: This study aims to analyze the influence of work discipline and work 

environment on improving the performance of civil servants in Indramayu Regency, 

considering that employee performance is a key factor in achieving effective governance and 

public service quality. Theoretical framework: This research is grounded in human 

resource management theory, which emphasizes that employee performance is influenced by 

behavioral factors, such as discipline, and environmental factors, such as workplace 

conditions. Literature review: Previous studies indicate inconsistent findings regarding the 

effect of work discipline on performance, while other studies confirm the positive role of the 

work environment in enhancing productivity. Methods: This study employs a quantitative 

approach with an associative design, involving a sample of 100 civil servants selected 

through simple random sampling from a population of 9,807 employees, using questionnaires 

with a Likert scale, and analyzed through multiple linear regression using SPSS. Results: 

The findings reveal that both work discipline and work environment have a positive and 

significant effect on employee performance, with work discipline having a more dominant 

influence, and the model explaining 75.9% of performance variation (Adjusted R² = 0.759). 

Implications: These results imply that strengthening discipline and creating a conducive 

work environment are essential strategies for improving employee productivity and 

organizational effectiveness. Novelty: The novelty of this study lies in its integrative and 

contextual approach in examining both variables simultaneously within the local government 

setting of Indramayu Regency, providing empirical evidence that contributes to the 

development of human resource management studies in the public sector. 

 

Keywords: work discipline, employee performance, work environment, human resource 

management, productivity. 

 

INTRODUCTION 

The performance of the state civil apparatus (ASN) has a very important role in ensuring 

the effectiveness of the administration of government and public services [1]. In the context 

of regional administration, ASN is required to show professionalism, integrity, and a high 

work ethic in carrying out its duties. As the main human resource in the organization, ASN 

contributes significantly to the achievement of institutional goals through its competencies 

and commitments. Human resources in public organizations are the main drivers that 

determine the progress and sustainability of the organization [2]. Therefore, improving the 

performance of ASN is not only an administrative need but also a strategic priority in 

improving the quality of public services. 
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In Indramayu Regency, the effectiveness of local government implementation is highly 

dependent on the performance of ASN. However, the results of observations show that the 

performance of employees in various regional agencies is still not optimal [3]. Problems such 

as irregular attendance, delays in completing work, and non-achievement of individual 

performance targets still often occur. This condition shows the need for a more in-depth 

study of the factors that affect performance, especially those related to behavioral aspects and 

the work environment [4]. 

One of the main factors that affects employee performance is work discipline, which 

reflects an individual's level of compliance with organizational rules, responsibilities, and 

standards [5]. Work discipline is manifested in the form of punctuality, consistency, and 

responsibility in completing tasks. Work discipline has a significant positive impact on both 

organizations and individuals, because it is able to create order, increase efficiency, and 

encourage employees to work with higher motivation and responsibility, so that it has an 

impact on improving work results [6]. 

In addition to work discipline, the work environment also has an important role in shaping 

employee performance. The work environment includes physical conditions, work facilities, 

and social relationships that affect the way employees carry out their duties. A conducive and 

harmonious work environment can increase employee enthusiasm, focus, and productivity, 

while an uncomfortable environment can reduce performance and job satisfaction [7]. 

Furthermore, the work environment is a forum for individuals to align organizational goals 

with personal vision and mission supported by adequate facilities and infrastructure [8]. 

Although work discipline and the work environment have been recognized as important 

factors, the results of previous studies have shown that there are inconsistencies in findings 

regarding their effect on employee performance [9]. Work discipline has been shown to have 

a positive influence on performance in several studies, but in other studies, it was found that 

work discipline does not have a significant influence on employee performance [10]. In 

addition, most studies still use a linear approach that only looks at the direct relationship 

between variables. However, there is a view that other variables, such as incentives, can act 

as intervening variables that strengthen the relationship between work discipline and 

performance [11]. This condition shows that there are research gaps that still need to be 

studied further to gain a more comprehensive understanding. 

Based on this gap, this study offers novelty by simultaneously examining the influence of 

work discipline and work environment on the performance of ASN in the regional context, 

especially in Indramayu Regency [12]. In contrast to previous research, this study 

emphasizes a more contextual and integrative approach by considering organizational 

dynamics and real conditions in local government agencies. The formulation of the problem 

in this study is how the influence of work discipline and work environment on employee 

performance, both partially and simultaneously [13]. The purpose of this study is to analyze 

and find out the extent to which these two variables contribute to improving the performance 

of ASN. 

The implications of this research are theoretical and practical. Theoretically, this research 

contributes to the development of human resource management studies, especially related to 

the relationship between work discipline, work environment, and employee performance 

[14]. Practically, the results of this research are expected to be a reference for policymakers 

and leaders in Indramayu Regency in formulating strategies to strengthen work discipline and 

create a more conducive work environment. Thus, these efforts are expected to be able to 

increase employee productivity and the quality of public services as a whole [15]. 

The novelty of this study lies in its integrative analysis of work discipline and work 

environment within a local government context. Unlike prior studies, it examines both 

variables simultaneously using a quantitative approach, revealing discipline as the dominant 
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factor while emphasizing environmental support, thereby enriching empirical insights in 

public sector human resource management literature. 

 

LITERATURE REVIEW 

 

Employee Performance 

The theory put forward by Suryani (2020) states that performance is the result of work 

achieved by employees, both in terms of quality and quantity, in completing tasks in 

accordance with the responsibilities given [16]. Employee performance is individual because 

everyone has different abilities in carrying out and completing various tasks and 

responsibilities. In the context of governance, performance reflects the level of success or 

failure in achieving a planned goal. Often, employers do not supervise employee 

performance except when the performance declines to a very low level and has the potential 

to cause a serious crisis for the organization [17]. Employee performance is a strategic aspect 

that affects the level of success of the organization in achieving the set targets and is a 

reference in evaluating the quality of human resources [18]. Therefore, the role of leaders is 

very important because individuals who can guide and influence employees are needed in 

order to work effectively [19]. 

The success of the organization in achieving its goals is closely related to the 

professionalism of employees in carrying out their responsibilities. Employee performance 

can be improved through the development of human resources, including applying work 

discipline and creating a work environment that supports and is able to encourage the 

intrinsic motivation of employees [20]. Employee performance itself is the result or 

achievement obtained by individuals in carrying out their duties and responsibilities, which 

reflects the quality and quantity of work that has been completed [21]. According to 

Mangkunegara (2013), the performance dimension includes the quantity of work, quality of 

work, reliability, and attitude, with indicators such as accuracy, precision, skill, neatness, 

speed of work, ability to follow instructions, prudence, initiative, and attitude towards the 

organization, colleagues, and work, including the ability to work together [22]. 

 

Work Discipline 

According to Sutrisno Yusuff (2023), work discipline can be understood as an individual's 

attitude and readiness to comply with and obey applicable norms. Good discipline will 

support the acceleration of the achievement of organizational goals, while low discipline is 

an obstacle to achieving these goals [23]. Furthermore, the level of employee work discipline 

is an important factor in the success of the organization in achieving its goals, which is 

reflected in attitudes and behaviors that are in accordance with the norms of society, nation, 

and state. Employee discipline also reflects compliance with applicable rules, thus 

encouraging employees to avoid various forms of violations based on the provisions that 

have been set [24]. 

Work discipline reflects the professionalism and responsibility of employees, which is 

demonstrated through consistency, accuracy, and punctuality. Work discipline needs to be 

maintained and used as the main guideline for employees because it can optimize their 

contribution in supporting the success of organizational operations [25]. On the other hand, if 

work discipline decreases, then the efficiency and effectiveness of task implementation will 

also be affected. In addition, work discipline also serves as a means for leaders to 

communicate with employees to encourage behavior change and increase awareness at work. 

The dimensions of work discipline include awareness and willingness, with indicators such 

as goals and abilities, leadership examples, reciprocity, justice, intention, punitive sanctions, 

firmness, and humanitarian relations [26]. This shows that work discipline is not only related 
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to compliance, but also to value systems and leadership in organizations, where leaders have 

an important role in enforcing rules and improving employee compliance [27]. 

Based on previous research, it can be concluded that work discipline makes a contribution 

to employee performance. Work discipline has been shown to have a significant effect on 

performance and has a positive influence on improving employee work outcomes [28]. In 

line with that, other research also strengthens the idea that work discipline has a significant 

impact on improving employee performance [29]. Thus, these findings consistently confirm 

that work discipline is an important factor in efforts to improve employee performance. 

H1: The higher the work discipline, the higher the employee's performance 

 

Work Environment 

According to Sudaryo (2019), the work environment is an important component that 

supports employees in carrying out their work. The work environment has a significant role 

in employee performance because a person can work optimally and achieve maximum results 

if supported by a conducive environment. The work environment is said to be good if it is 

able to provide health insurance, safety, and comfort for employees. On the other hand, if the 

work environment is less supportive and conditions are uncomfortable, it can drain energy 

and hinder employee performance efficiently [30]. 

Furthermore, the work environment also plays an important role in improving employee 

well-being through various factors such as the physical condition of the workplace, 

organizational culture, relationships with leaders and colleagues, and the ability to maintain a 

balance between work and personal life. A positive organizational culture will make 

employees feel safe and comfortable, while good communication and mutual respect between 

colleagues can increase motivation and productivity [31]. According to Winata (2019), the 

dimensions of the work environment include the level of workplace comfort, relationships 

between workers, work regulations, air circulation, lighting, and safety aspects, with 

indicators such as work relationships, environmental conduciveness, air temperature, and the 

safety of facilities and personal belongings [32]. This shows that the work environment is not 

only physical, but also includes social and psychological aspects that affect employee 

performance. A good work environment will create a sense of security and comfort so that 

employees can work more effectively, while an inadequate environment can reduce 

performance [33]. 

Based on previous research, the work environment has been proven to have an influence 

on employee performance. Several studies have shown that the work environment has a 

positive and significant effect on improving employee performance [34]. In line with that, 

other research also confirms that the work environment makes an important contribution to 

improving employee performance. Thus, it can be concluded that the work environment is 

one of the important factors that play a role in sustainably improving employee performance 

[35]. 

H2: The more conducive the work environment, the higher the employee's performance 
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Figure 1. Conceptual Framework 



 

 

Solo International Collaboration and Publication of Social Sciences and Humanities 

Vol.4, No.2, 2026, pp. 719-730 

   

 

   

 

E-ISSN: 2988-3512 

Copyright ⓒ 2026 Authors 

METHODOLOGY 

This study uses a type of quantitative research with a positivist approach, which aims to 

test the hypothesis regarding the influence of work discipline and work environment on the 

performance of state civil servants (ASN) in Indramayu Regency. According to Sugiyono 

(2019), quantitative research is a method used to research a specific population or sample 

through data collection using research instruments, which are then statistically analyzed [36]. 

This research is associative because it focuses on the relationship and influence between 

variables. The population in this study is all civil servants in the Indramayu Regency 

Government, as many as 9,807 people, with a sample of 100 respondents determined using 

the Slovin formula with an error rate of 10%, as well as a sampling technique using simple 

random sampling so that each member of the population has the same opportunity to be 

selected.  

The data collection tool used was primary data through the distribution of a questionnaire 

with a five-point Likert scale, which contained statements related to variables of work 

discipline, work environment, and employee performance, and was supported by secondary 

data from literature studies. The selection of this quantitative method is based on the purpose 

of the research to obtain objective, measurable, and generalizable results in explaining the 

relationship between variables [37]. The data analysis process was carried out using the SPSS 

program through instrument validity and reliability tests, classical assumption tests, multiple 

linear regression analysis, and hypothesis tests using t-test and F test to determine the partial 

and simultaneous influence of independent variables on dependent variables [38].  

The urgency of this research lies in the importance of improving the performance of civil 

servants as an effort to support the effectiveness of public services and good governance, 

while the implications are expected to make a practical contribution to policy makers in 

formulating strategies to improve work discipline and create a conducive work environment, 

as well as theoretical contributions in the development of human resource management 

studies in the public sector. 

 

RESULTS AND DISCUSSION 

 

Results 

Table 1. Validity Test Results 

Yes R Count X1 R Count X2 r count y Table R Values 

1 0,671 0,558 0,664 0,197 

2 0,655 0,665 0,634 0,197 

3 0,654 0,630 0,758 0,197 

4 0,713 0,482 0,636 0,197 

5 0,689 0.619 0,759 0,197 

6 0,721 0,597 0,546 0,197 

7 0,702 0,638 0,693 0,197 

8 0,585 0,524 0,563 0,197 

9  0,615 0,674 0,197 

10  0,606 0,668 0,197 

11  0,708 0,558 0,197 

12  0,599 0,616 0,197 

Source: Data processed in 2026 
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Based on the test results, the calculated r value for the work discipline variable (X1) was 

in the range of 0.585 to 0.721, the work environment variable (X2) was in the range of 0.482 

to 0.674, and the employee performance variable (Y) was in the range of 0.546 to 0.759. All 

of these values are greater than the r of the table of 0.197, so it can be concluded that all 

statement items are declared valid and can be used in the implementation of the research. 

Table 2. Validity Test Results 

Variable Chronbach's Alpha N Items 

X1 .825 8 

X2 .836 12 

Y .874 12 

Source: Data processed in 2026 

The results obtained from this reliability test provide an explanation that all variables in 

the study have met the reliability criteria. The X1 variable obtained an Alpha Cronbach value 

of 0.825, the X2 variable reached 0.836, and the Y variable was 0.874. All of these values 

exceeded the threshold of 0.70, which indicates that the research instrument is at a good level 

of internal consistency and can be used as a reliable measuring tool. 

Table 3. Results of Multicollinearity and Normality Assumption Testing 

Variable Tolerance VIVID 

X1 0,379 2,641 

X2 0,379 2,641 

Source: Data processed in 2026 

Based on the output results, the X1 variable has a Tolerance value of 0.379 and a VIF of 

2.641, while the X2 variable has a Tolerance value of 0.379 and a VIF of 2.641. Both 

variables show a Tolerance score above 0.10 and a VIF score below 10.00. Therefore, it can 

be understood that there is no multicollinearity in the regression model, meaning that the 

assumption of the absence of a high correlation between independent variables is met. 

Normality testing was performed using the Kolmogorov-Smirnov test, one-sample on 

residual (N = 100). Asymp value. Sig. (2-tailed) = 0.142 and Monte Carlo Sig. = 0.140, both 

exceeding the threshold of 0.05. These results show that H₀ (normally distributed residuals) is 

not rejected, meaning that the normally distributed residuals and the assumption of normality 

in the regression are met. 

Table 4. Results of Multiple Linear Regression Analysis 

Coefficient 

Models Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 8.737 2.497  3.499 <.001 

X1 .737 .104 .565 7.054 <.001 

X2 .350 .079 .356 4.442 <.001 

Adjusted R Square = 0.759 

F Stats = 156.965 and sig <.001b 

Source: Data processed in 2026 
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An R value of 0.874 was obtained, indicating that the understanding of the relationship 

involving both the variables X1 and X2 with the dependent variable (Y) is very strong 

because it is close to 1. The R-value squared = 0.764 means that 76.4% of the variation in Y 

can be explained by X1 and X2, while the remaining 23.6% is explained by factors not 

included in the model. The adjusted Squared R-value = 0.759 provides an explanation that 

the model still retains good predictive power after adjustments for the number of variables 

and sample size. The calculated F-value = 156.965 with a Sig. < 0.001. Because the value of 

sig. Much smaller than α = 0.05, it can be concluded that the regression model is quite 

effective in explaining the variation in employee performance in this study. 

The constant 8.737 (t = 3.499; Sig. < 0.001) is statistically significant. The variable X1 has 

a coefficient of 0.737 with t = 7.054 and Sig. < 0.001, while X2 has a coefficient of 0.350 

with t = 4.442 and Sig. < 0.001. Based on this, both significance scores are smaller than the 

0.05 threshold, suggesting that X1 and X2 have a positive and significant partial effect on Y. 

A one-unit increase in X1 can increase Y by 0.737 units, and a one-unit increase in X2 can 

increase Y by 0.350 units (with other variables remaining constant). Based on the 

Standardized Beta Coefficient, X1 (0.565) had a greater effect compared to X2 (0.356). 

 

Discussion 

The discussion of this research began with an evaluation of the measurement instruments 

used to assess work discipline, work environment, and employee performance. The results of 

the validity test showed that all questionnaire items were declared valid, because the 

calculated r value for each variable was greater than the table r value of 0.197. This indicates 

that each statement item can accurately measure the construct in question. In addition, the 

results of the reliability test showed a Cronbach's Alpha value of 0.825 for work discipline 

(X1), 0.836 for the work environment (X2), and 0.874 for employee performance (Y), all of 

which were above the minimum limit of 0.70. These findings confirm that the research 

instrument has a good level of internal consistency, making it suitable for use in research and 

able to produce reliable data [39]. 

Furthermore, the results of the classical assumption test show that the regression model 

used has met the statistical requirements. The results of the multicollinearity test showed a 

tolerance value of 0.379 and a VIF of 2.641 in both independent variables, which were still 

within the permissible limits. This indicates that there is no strong relationship between 

independent variables, so each variable can independently explain the variation in employee 

performance. In addition, the normality test using the Kolmogorov-Smirnov method showed 

a significance value above 0.05, which means that the residual is normally distributed. Thus, 

the regression model used is considered feasible and can produce unbiased and reliable 

estimates [40]. 

The results of multiple linear regression analysis showed that work discipline and work 

environment had a positive and significant influence on the performance of the state civil 

apparatus in Indramayu Regency. The work discipline regression coefficient of 0.737 was 

greater than the work environment of 0.350, which shows that work discipline has a more 

dominant influence on employee performance. This is also supported by a standardized beta 

value, where work discipline (0.565) is higher than the work environment (0.356). These 

findings indicate that improved work discipline, such as punctuality, adherence to rules, and 

responsibility, has a greater role in improving employee performance, although work 

environment factors still have an important contribution [41]. 

Simultaneously, the results of the F test showed that the regression model was statistically 

significant, with an F value of 156.965 and a significance level below 0.001. The value of the 

determination coefficient (Adjusted R Square) of 0.759 showed that 75.9% of the variation in 

employee performance could be explained by the variables of work discipline and work 

environment, while the remaining 24.1% was influenced by other factors outside the research 



 

Solo International Collaboration and Publication of Social Sciences and Humanities 

Vol.4, No.2, 2026, pp. 719-730 

   

 

   

 

E-ISSN: 2988-3512 

Copyright ⓒ 2026 Authors 

model. This shows that the research model has a strong, clear power and confirms that the 

two variables together make a significant contribution to improving employee performance. 

These findings are in line with previous research that emphasizes the importance of work 

discipline and a conducive work environment in supporting organizational success [42]. 

From a practical perspective, the results of this study imply that efforts to improve the 

performance of the state civil apparatus in Indramayu Regency need to be focused on 

strengthening work discipline and creating a conducive work environment. Organizational 

leaders are expected to be able to enforce rules consistently, conduct effective supervision, 

and build a responsible work culture. On the other hand, improving work facilities, 

harmonious working relationships, and environmental comfort also need to be considered to 

support employee productivity [43]. Theoretically, this study strengthens the study of human 

resource management that emphasizes the importance of behavioral and environmental 

factors in shaping performance, as well as providing empirical evidence in the context of 

local government agencies [44]. 

The findings of this study provide a robust empirical confirmation that both work 

discipline and the work environment are critical determinants of civil servant performance in 

Indramayu Regency. The statistical results demonstrate not only significance but also a 

strong explanatory power, as indicated by the high Adjusted R² value of 0.759. This suggests 

that organizational performance within the public sector can be substantially improved 

through internal managerial interventions rather than relying solely on external factors. The 

dominance of work discipline, as reflected in its higher regression coefficient and 

standardized beta value, underscores the centrality of behavioral compliance, punctuality, 

and responsibility in shaping effective bureaucratic performance. 

From a theoretical standpoint, the study reinforces human resource management 

perspectives that emphasize the integration of individual and environmental factors. It 

confirms that performance is not merely the outcome of employee capability, but also of 

structured discipline and supportive organizational contexts. The relatively lower yet 

significant contribution of the work environment indicates that while physical and social 

conditions matter, they function more as enabling factors rather than primary drivers. This 

aligns with contemporary organizational behavior theories which position discipline as an 

internalized control mechanism and environment as an external reinforcement system. 

Practically, the results highlight the need for policy prioritization in strengthening 

disciplinary systems within government institutions. This may include stricter enforcement of 

attendance regulations, performance monitoring mechanisms, and leadership by example. At 

the same time, improving workplace conditions—such as adequate facilities, ergonomic 

design, and positive interpersonal relations—remains essential to sustain motivation and 

reduce work-related stress. The synergy between these two variables becomes crucial in 

building a high-performing public sector workforce. Moreover, the study addresses an 

important research gap by offering a contextual and integrative analysis within a local 

government setting, where administrative challenges often differ from those in the private 

sector. However, the remaining unexplained variance (24.1%) indicates the presence of other 

influential factors such as leadership style, compensation, and organizational culture, which 

warrant further investigation. Therefore, future research should adopt more complex models, 

possibly incorporating mediating or moderating variables, to achieve a more comprehensive 

understanding of employee performance dynamics in the public sector [44]. 

 

CONCLUSION 

Based on the results of the study on the influence of work discipline and work 

environment on the performance of Civil Servants in Indramayu Regency, it can be 

concluded that all research instruments are declared valid and reliable, so they are suitable 

for use in further analysis. The results of the classical assumption test also show that the 

regression model meets the statistical requirements, where there is no multicollinearity and 
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normally distributed residuals, so that the research model is considered feasible and unbiased. 

Furthermore, the results of multiple linear regression analysis showed that work discipline 

and work environment partially or simultaneously had a positive and significant effect on 

employee performance, with work discipline as the most dominant variable compared to the 

work environment. The high value of the determination coefficient (Adjusted R Square = 

0.759) showed that the two variables were able to explain most of the variation in employee 

performance, while the rest were influenced by other factors outside the research model. 

Thus, it can be emphasized that improving work discipline supported by the creation of a 

conducive work environment is an important factor in efforts to improve the performance of 

ASN in Indramayu Regency, both theoretically and practically, in supporting the 

effectiveness of government and public service administration. 
 

Acknowledgments 

The authors express sincere gratitude to Universitas Swadaya Gunung Jati, Cirebon, 

Indonesia, for institutional support and academic facilities that enabled this research. 

Appreciation is also extended to the Government of Indramayu Regency for granting access 

to data and permitting fieldwork. The authors thank all civil servants who participated and 

shared valuable insights. Special thanks are conveyed to colleagues and reviewers for their 

constructive feedback, which significantly improved the quality and clarity of this study. 

 
Author's Contributions 

Aprilia Purnama Dewi conceptualized the study, designed the research framework, 

conducted data collection, and drafted the manuscript. Noveria Susijawati contributed to 

methodological refinement, data analysis, interpretation of findings, and critical revision of 

the manuscript. Both authors collaboratively discussed the results, ensured the accuracy and 

integrity of the research, and approved the final version for publication. Each author has 

contributed substantially to the completion of this study and shares equal responsibility for its 

content. 

 
Conflicts of Interest 

The authors declare that there are no conflicts of interest regarding the publication of 

this article. This research was conducted independently without any financial, 

commercial, or personal relationships that could inappropriately influence the results or 

interpretation of the findings. All procedures and analyses were carried out objectively 

and transparently. The authors affirm that the study reflects their genuine academic 

work and has not been affected by any external pressures or competing interests from 

institutions or individuals. 
 

REFERENCES 

[1] K. P. Wenas and M. A. D. Ikhram, “Pengaruh Disiplin Kerja Dan Lingkungan Kerja Terhadap 

Kinerja Pegawai,” J. Kewirausahaan dan Inov., vol. 2, no. 3, pp. 902–916, 2023, 

https://doi.org/10.21776/jki.2023.02.3.23. 

[2] K. S. Nasution, D. S. Chandra, and P. Parlindungan, “Pengaruh Motivasi Non-Financial Dan 

Disiplin Kerja Terhadap Kinerja Pegawai,” Bursa  J. Ekon. dan Bisnis, vol. 4, no. 1, pp. 1–11, 

2025, https://doi.org/10.59086/jeb.v4i1.588. 

[3] I. S. Iriqat and S. M. Awawda, “Assessing Factors Affecting Palestinian Employees’ Turnover 

Intention: A Cross-Sectional Analysis,” Dirasat Hum. Soc. Sci., vol. 53, no. 2, 2026, 

https://doi.org/10.35516/Hum.2026.7617. 

[4] A. Ismail et al., “Development of COVID-19 Health-Risk Assessment and Self-Evaluation 

(CHaSe): a health screening system for university students and staff during the movement control 

order (MCO),” Netw. Model. Anal. Heal. Informatics Bioinforma., vol. 11, no. 1, 2022, 

https://doi.org/10.21776/jki.2023.02.3.23
https://doi.org/10.59086/jeb.v4i1.588
https://doi.org/10.35516/Hum.2026.7617


 

Solo International Collaboration and Publication of Social Sciences and Humanities 

Vol.4, No.2, 2026, pp. 719-730 

   

 

   

 

E-ISSN: 2988-3512 

Copyright ⓒ 2026 Authors 

https://doi.org/10.1007/s13721-022-00357-3. 

[5] M. I. Nasution and N. Priangkatara, “Work Discipline and Work Motivation on Employee 

Performance,” Int. J. Econ. Soc. Sci. Entrep. Technol., vol. 1, no. 1, pp. 50–64, 2022, 

https://doi.org/10.55983/ijeset.v1i1.27. 

[6] R. D. Parashakti, M. Fahlevi, M. Ekhsan, and A. Hadinata, “The Influence of Work Environment 

and Competence on Motivation and Its Impact on Employee Performance in the Health Sector,” 

in Proceedings of the 3rd Asia Pacific International Conference of Management and Business 

Science (AICMBS 2019), Paris, France: Atlantis Press, 2020. 

https://doi.org/10.2991/aebmr.k.200410.040. 

[7] B. Armando Vegatus, I. K. I. Swadesi, and I. N. Sudarmada, “Pelatihan Ladder Drill terhadap 

Kecepatan dan Kelincahan pada Pemain Sepak Bola,” J. Ilmu Keolahragaan Undiksha, vol. 11, 

no. 3, pp. 224–229, 2023, https://doi.org/10.23887/jiku.v11i3.66919. 

[8] John Zysman and Alexander, “The Effect Of Work Discipline On Employee Performance With 

Incentives As Intervening Variables (Case Study of Medical Doctor and Nurses in California 

District),” MEDALION J. Med. Res. Nursing, Heal. Midwife Particip., vol. 1, no. 4, pp. 147–155, 

2020, https://doi.org/10.59733/medalion.v1i4.60. 

[9] H. N. Janah, L. P. Herawati, and L. H. Sulistiyowati, “The Influence Of Transformational 

Leadership, Intrinsic Motivation, and Work Discipline On Employee Performance,” IJEBD 

(International J. Entrep. Bus. Dev., vol. 7, no. 2, pp. 293–303, 2024, 

https://doi.org/10.29138/ijebd.v7i2.2697. 

[10] E. Ariyanti, E. S. Wardani, and Jaenudin, “The Influence of Work Discipline and Work 

Environment on Employee Performance,” International Journal of Management and Economics, 

vol. 3, no. 2. pp. 16–24, 2024. https://doi.org/10.56127/ijme.v3i2.1285. 

[11] H. Lestari, D. Komardi, and E. Elnura, “Effect of Compensation, Motivation and Organizational 

Commitment on Employee Performance,” Int. J. Inf. Syst. Innov. Manag., vol. 1, no. 1, pp. 46–

56, 2023, https://doi.org/10.55583/ijisim.v1i1.603. 

[12] S. M. Taggart, O. Girard, G. J. Landers, U. K. H. Ecker, and K. E. Wallman, “Comparing 

thermal strain in outdoor maintenance and indoor service workers in the mining industry during 

summer,” PLoS One, vol. 18, no. 10 October, 2023, 

https://doi.org/10.1371/journal.pone.0292436. 

[13] S. E. Vaughan, D. P. Misra, J. Gohar, S. Hyer, M. Price, and C. Giurgescu, “The associations of 

objective and perceived neighborhood disadvantage with stress among pregnant black women,” 

Public Health Nurs., vol. 40, no. 3, pp. 372–381, 2023, https://doi.org/10.1111/phn.13177. 

[14] C. E. Hall, S. K. Brooks, N. Greenberg, and D. Weston, “UK Government COVID-19 Response 

Employees’ Perceptions of Working from Home: Content Analysis of Open-Ended Survey 

Questions,” J. Occup. Environ. Med., vol. 66, no. 12, pp. e661–e667, 2024, 

https://doi.org/10.1097/JOM.0000000000003234. 

[15] F. C. Omeke, C. I. Okeke, M. O. Ede, and J. O. Oneli, “Coaching impact on work-family conflict 

and occupational stress among educational administrators in primary schools,” Med. (United 

States), vol. 102, no. 10, p. E33185, 2023, https://doi.org/10.1097/MD.0000000000033185. 

[16] E. K. Dzantor, M. Kweku, E. S. K. Morhe, and S. Z. Bugri, “Prioritizing Workplace Health 

Promotion Policy to Address High Blood Pressure and Obesity in a Public University in the 

Northern Region of Ghana,” Inq. (United States), vol. 60, 2023, 

https://doi.org/10.1177/00469580231218627. 

[17] S. Syachrani, Fitriansyah, S. T. Sapulete, and R. Sucianti, “Manajemen Sumber Daya Manusia 

Manajemen Sumber Daya Manusia,” Ed. Revisi Jakarta Bumi Aksara, no. 1, p. 391, 2023, 

https://doi.org/10.31219/osf.io/x3j64. 

[18] D. T. Handayani and Hasanah, “The Influence of Work Discipline and Work Environment on 

Employee Performance in the General Affairs Division of the Regional Secretariat of Tangerang 

City,” Int. J. Sci. Soc., vol. 6, no. 4, pp. 136–148, 2024, https://doi.org/10.54783/ijsoc.v6i4.1309. 

[19] P. N. P. A. Wisesa, P. Kepramareni, and I. W. Widnyana, “The Effect of Work Discipline and 

Communication on Work Motivation and Performance of Agricultural Officers of Denpasar City, 

https://doi.org/10.1007/s13721-022-00357-3
https://doi.org/10.55983/ijeset.v1i1.27
https://doi.org/10.2991/aebmr.k.200410.040
https://doi.org/10.23887/jiku.v11i3.66919
https://doi.org/10.59733/medalion.v1i4.60
https://doi.org/10.29138/ijebd.v7i2.2697
https://doi.org/10.56127/ijme.v3i2.1285
https://doi.org/10.55583/ijisim.v1i1.603
https://doi.org/10.1371/journal.pone.0292436
https://doi.org/10.1111/phn.13177
https://doi.org/10.1097/JOM.0000000000003234
https://doi.org/10.1097/MD.0000000000033185
https://doi.org/10.1177/00469580231218627
https://doi.org/10.31219/osf.io/x3j64
https://doi.org/10.54783/ijsoc.v6i4.1309


 

 

Solo International Collaboration and Publication of Social Sciences and Humanities 

Vol.4, No.2, 2026, pp. 719-730 

   

 

   

 

E-ISSN: 2988-3512 

Copyright ⓒ 2026 Authors 

Indonesia,” Eur. J. Bus. Manag. Res., vol. 7, no. 6, pp. 120–126, 2022, 

https://doi.org/10.24018/ejbmr.2022.7.6.1625. 

[20] Maizar, Indra Nara Persada, and Septa Diana Nabella, “The Influence of Compensation, 

Training, Competence, and Work Discipline on Employee Performance Pt. Luas Retail 

Indonesia,” Int. J. Accounting, Manag. Econ. Soc. Sci., vol. 1, no. 4, pp. 291–303, 2023, 

https://doi.org/10.61990/ijamesc.v1i4.37. 

[21] Idris, K. R. Adi, B. E. Soetjipto, and A. S. Supriyanto, “The mediating role of job satisfaction on 

compensation, work environment, and employee performance: Evidence from Indonesia,” 

Entrep. Sustain. Issues, vol. 8, no. 2, pp. 735–750, 2020, 

https://doi.org/10.9770/jesi.2020.8.2(44). 

[22] H. Tian, “Analysis of the Cardiopulmonary Endurance Response of Women To Aerobic 

Exercise,” Rev. Bras. Med. do Esporte, vol. 28, no. 1, pp. 10–13, 2022, 

https://doi.org/10.1590/1517-8692202228012021_0447. 

[23] I. Sriadmitum, Sudarno, and Nyoto, “Leadership Style, Work Environment, and Compensation 

on Job Satisfaction and Teacher Performance,” J. Appl. Bus. Technol., vol. 4, no. 1, pp. 79–92, 

2023, https://doi.org/10.35145/jabt.v4i1.122. 

[24] L. A. B. Camacho, V. C. Matos, L. L. Juvanhol, M. de J. M. da Fonseca, and E. Faerstein, 

“Health, social, behavioral, and labor correlates of quality of life in a well population: a 

contribution to construct validity of the WHOQOL-BREF,” Cad. Saude Publica, vol. 41, no. 11, 

2025, https://doi.org/0.1590/0102-311XEN043325. 

[25] J. Byambasuren and C. Vadhanasindhu, “A multidimensional analysis of the determinants of job 

performance: A case study of civil servants in Mongolia,” Int. J. Public Policy Adm. Res., vol. 

12, no. 1, pp. 30–47, 2025, https://doi.org/10.18488/74.v12i1.4154. 

[26] Y. Andika, A. Sovia, Z. Zulsantoni, and D. Dakhyar, “The Influence of Service and Work 

Discipline on Employee Performance,” Strat. Bus. Rev., vol. 2, no. 1, pp. 37–46, 2024, 

https://doi.org/10.59631/sbr.v2i1.203. 

[27] Lily, P. Ginting, P. Lumbanraja, and E. Siahaan, “The antecedent of work motivation and the 

effect on the performance of civil servants with job satisfaction as moderating variable (A study 

of civil servants on West Coast, North Sumatra - Indonesia),” Int. J. Econ. Res., vol. 14, no. 8, 

pp. 161–176, 2017, https://www.scopus.com/pages/publications/85026358206?origin=resultslist 

[28] S. Malik, “The discipline of state civil apparatuses in the scope of regional work units in South 

Buru Regency,” Int. J. Sci. Technol. Res., vol. 9, no. 1, pp. 763–767, 2020, [Online]. Available: 

https://www.scopus.com/pages/publications/85078732726?origin=resultslist 

[29] H. S. Anggara, “The implementation of fingerprint policy to discipline civil servants in the 

Faculty of Social and Political UIN Sunan Gunung Djati Bandung,” Soc. Sci., vol. 11, no. 15, pp. 

3702–3706, 2016, https://doi.org/10.3923/sscience.2016.3702.3706. 

[30] Y. W. Saputri, N. Qomariah, and T. Herlambang, “Effect of work compensation, supervision, 

and discipline on work performance,” Int. J. Sci. Technol. Res., vol. 9, no. 1, pp. 2597–2601, 

2020,  https://www.scopus.com/pages/publications/85078829959?origin=resultslist 

[31] M. Kadarisman, “The influence of compensation, development, and supervision towards the 

performance of civil servants in Depok City government, Indonesia,” Cogent Psychol., vol. 6, no. 

1, 2019, https://doi.org/10.1080/23311908.2019.1620402. 

[32] Yuliandi and R. Tahir, “Work discipline, competence, empowerment, job satisfaction, and 

employee performance,” Int. J. Recent Technol. Eng., vol. 8, no. 3, pp. 7209–7215, 2019, 

https://doi.org/10.35940/ijrte.C6221.098319. 

[33] S. Riyanto and J. H. Prasetyo, “Factors affecting civil servant performance in Indonesia,” Int. J. 

Entrep., vol. 25, no. 5, 2021, [Online]. Available: 

https://www.scopus.com/pages/publications/85108623066?origin=resultslist 

[34] S. Oktafien, “Factors that influence the performance of employees (Study in PNSD in the 

regional government of Bandung city),” J. Adv. Res. Dyn. Control Syst., vol. 11, no. 7 Special 

Issue, pp. 664–670, 2019, [Online]. Available: 

https://doi.org/10.24018/ejbmr.2022.7.6.1625
https://doi.org/10.61990/ijamesc.v1i4.37
https://doi.org/10.9770/jesi.2020.8.2(44)
https://doi.org/10.1590/1517-8692202228012021_0447
https://doi.org/10.35145/jabt.v4i1.122
https://doi.org/0.1590/0102-311XEN043325
https://doi.org/10.18488/74.v12i1.4154
https://doi.org/10.59631/sbr.v2i1.203
https://www.scopus.com/pages/publications/85026358206?origin=resultslist
https://www.scopus.com/pages/publications/85078732726?origin=resultslist
https://doi.org/10.3923/sscience.2016.3702.3706
https://www.scopus.com/pages/publications/85078829959?origin=resultslist
https://doi.org/10.1080/23311908.2019.1620402
https://doi.org/10.35940/ijrte.C6221.098319
https://www.scopus.com/pages/publications/85108623066?origin=resultslist


 

Solo International Collaboration and Publication of Social Sciences and Humanities 

Vol.4, No.2, 2026, pp. 719-730 

   

 

   

 

E-ISSN: 2988-3512 

Copyright ⓒ 2026 Authors 

https://www.scopus.com/pages/publications/85071151918?origin=resultslist 

[35] D. C. de A. M. Bernardino, U. B. Otero, I. T. Pimenta, L. Giatti, R. H. Griep, and M. de J. M. da 

Fonseca, “Occupational, socioeconomic factors and cancer mortality in participants of the 

Longitudinal Study of Adult Health (ELSA-Brazil): a multiple correspondence analysis,” Rev. 

Bras. Epidemiol., vol. 28, 2025, https://doi.org/10.1590/1980-549720250022. 

[36] M. Mulyadi, “Penelitian Kuantitatif Dan Kualitatif Serta Pemikiran Dasar Menggabungkannya,” 

J. Stud. Komun. dan Media, vol. 15, no. 1, p. 128, 2013, 

https://doi.org/10.31445/jskm.2011.150106. 

[37] A. A. Mekarisce, “Teknik Pemeriksaan Keabsahan Data pada Penelitian Kualitatif di Bidang 

Kesehatan Masyarakat,” JJurnal Ilm. Kesehat. Masy.  Media Komun. Komunitas Kesehat. Masy., 

vol. 12, no. 3, pp. 145–151, 2020, https://doi.org/10.52022/jikm.v12i3.102. 

[38] R. Surayya, “Pendekatan Kualitatif Dalam Penelitian Kesehatan,” AVERROUS J. Kedokt. dan 

Kesehat. Malikussaleh, vol. 1, no. 2, p. 75, 2018, https://doi.org/10.29103/averrous.v1i2.415. 

[39] S. Porter, “Swedish politicians’ perspective on civil servants’ collaboration, financial resources, 

and contextual knowledge in eldercare: A qualitative study,” Nord. Soc. Work Res., vol. 14, no. 

4, pp. 517–531, 2024, https://doi.org/10.1080/2156857X.2022.2130405. 

[40] E. Janus, R. C. Téllez, K. Filar-Mierzwa, P. Aleksander-Szymanowicz, and A. Bac, 

“Psychosocial and Health Effects of the COVID-19 Pandemic Experienced by Staff Employed in 

Social Welfare Facilities in Poland and Spain,” Int. J. Environ. Res. Public Health, vol. 20, no. 4, 

2023, https://doi.org/10.3390/ijerph20043336. 

[41] M. R. de S. Camões, A. de O. Gomes, B. Rizardi, and J. Lemos, “The work engagement cycles 

of federal civil servants,” Rev. Adm. Publica, vol. 57, no. 4, 2023, https://doi.org/10.1590/0034-

761220230061x. 

[42] J. Liu and H. Zhang, “Epidemiological Investigation and Risk Factor Analysis of Acute 

Hemorrhagic Conjunctivitis in Huangshi Port District, Huangshi City,” Comput. Math. Methods 

Med., vol. 2022, 2022, https://doi.org/10.1155/2022/3009589. 

[43] B. I. Chigbu, W. Chinyamurindi, and C. S. Marange, “Influence of organisational climate on 

public service employee physical health,” Heal. SA Gesondheid, vol. 29, 2024, 

https://doi.org/10.4102/hsag.v29i0.2244. 

[44] L. He et al., “Effects of Serving as a State Functionary on Self-Rated Health: Empirical Evidence 

From China,” Front. Public Heal., vol. 10, 2022, https://doi.org/10.3389/fpubh.2022.757036. 

 

 

https://www.scopus.com/pages/publications/85071151918?origin=resultslist
https://doi.org/10.1590/1980-549720250022
https://doi.org/10.31445/jskm.2011.150106
https://doi.org/10.52022/jikm.v12i3.102
https://doi.org/10.29103/averrous.v1i2.415
https://doi.org/10.1080/2156857X.2022.2130405
https://doi.org/10.3390/ijerph20043336
https://doi.org/10.1590/0034-761220230061x
https://doi.org/10.1590/0034-761220230061x
https://doi.org/10.1155/2022/3009589
https://doi.org/10.4102/hsag.v29i0.2244
https://doi.org/10.3389/fpubh.2022.757036

