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Employee performance is a crucial factor in achieving organizational
goals, particularly in government agencies that are required to provide
effective and high-quality public services. Performance is influenced
not only by employees’ ability to perform their duties but also by work
discipline and work motivation, where discipline ensures compliance
with rules and responsibilities, while motivation drives employees to
perform optimally. This study aims to analyze the effect of work
discipline and work motivation on employee performance at the
Southeast Sulawesi Provincial Secretariat using a quantitative
approach with data collected from 210 respondents through
questionnaires. Data analysis was conducted using Structural Equation
Modeling-Partial Least Squares (SEM-PLS) with SmartPLS 4, including
evaluation of both the measurement model (outer model) and
structural model (inner model). The results show that both work
discipline and work motivation have a positive and significant effect
on employee performance, with work motivation exerting a stronger
influence. Descriptively, work discipline is categorized as very high
(87.71%), work motivation as high (76.98%), and employee
performance as good (82.38%), indicating that improvements in
discipline and motivation contribute to better employee performance.
The findings imply that organizations should continuously strengthen
work discipline and motivation, maintain well-performing aspects,
and improve weaker areas through proportional workload
management, clear career development systems, and a conducive work
environment, while reinforcing teamwork and leadership commitment
to support sustainable performance improvement.
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1. INTRODUCTION

Human resources with the necessary
capabilities and potential are essential for
carrying out various activities within an

organization, as the organization’s vision and
mission can only be optimally achieved if
those responsible for implementing these
activities are carefully selected. Therefore,
organizations ~must prioritize = human
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resources as a key factor that must be
strategically =~ managed  through  the
implementation ~ of  human  resource
management [1]. Human resource
management itself aims to support
organizational activities effectively and
efficiently in accordance with established
strategic objectives [2], in line with the
perspective of [3], who emphasize that the
most important asset in an organization is its
workforce the people who play a role within
it and therefore requires serious attention in
its management, while [4] explains that the
workforce or employees play a central role
related to human aspects such as goals,
thoughts, feelings, and desires, which directly
influence individuals’ attitudes and behaviors
toward their work, ultimately impacting work
performance, dedication, and the level of
commitment to their assigned tasks.

Given the important role of
employees in an organization, [5] emphasizes
that every organization will continue to strive
to improve the capabilities of its employees in
the hope that organizational goals can be
achieved, because employee capacity is
reflected in performance, and outstanding
performance is maximum performance; thus,
employee performance is positioned as one of
the organization’s key assets that must be a
priority for leaders, including within
government  agencies. = The  Regional
Secretariat of Southeast Sulawesi Province

100.00% 93.29%

80.00%

serves as a staff unit tasked with assisting the
Governor in policy formulation and
administrative coordination regarding the
implementation of regional government
duties and administrative services. All of its
employees hold the status of Civil Servants
(ASN); consequently, performance
management and improvement are crucial
aspects in supporting the effectiveness of
government administration.

The Province of Southeast Sulawesi
was established as a First-Level Province
pursuant to Government Regulation in Lieu
of Law (Perpu) No. 2 of 1964 in conjunction
with Law No. 13 of 1964, with its capital in
Kendari, and currently has 49 regional
agencies consisting of staff, operational, and
support units, with the Regional Secretariat
falling under the staff category. It functions as
a center for coordination, communication, and
facilitation between the Governor and all
regional  agencies to  ensure  the
synchronization of development programs
and the effectiveness of governance. In this
context, the Regional Secretariat is led by the
Regional Secretary, who reports to the
Governor and is assisted by three Assistant
Regional Secretaries, each of whom oversees
work units within their respective fields,
thereby ensuring that this structure supports
the coordinated and systematic execution of
governmental functions.
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Figure 1. Employee Performance Chart for 2023-2024
Source: Processed Data, 2025
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Figure 1 shows that employee
performance at the Southeast Sulawesi
Provincial Secretariat generally remains in the
“good” category, though there were
fluctuations between 2023 and 2024. In 2023,
the majority of employees fell into the “good”
category at 93.29% and the “very good”
category at 6.71%, with no employees in the
“poor” or “needs improvement” categories.
However, in 2024, the composition shifted: the
“very good” category increased to 18.84%,
while the “good” category decreased to
80.90%, and the “poor” category which had
not existed previously began to appear at
0.25%.  This
improvement in certain aspects of employee
performance but also suggests variations and
a decline among a small portion of employees,
necessitating

situation  indicates an

managerial  attention to

maintain overall performance consistency.
According to [6], the success of
government agencies depends heavily on
employee contributions, particularly through
the performance they deliver, while [7]
explain that performance is the result of work
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both in terms of quality and quantity achieved
by employees based on established
organizational standards. Furthermore, [5]
emphasizes that individual factors such as
family background and experience also
influence performance, where values such as
discipline, responsibility, and honesty which
are formed early on can carry over into the
work environment and directly influence
employees’ work behavior.
Additionally, there has been an
in the number of disciplinary
violations at the Southeast Sulawesi
Provincial Secretariat, rising from 1 case in
2023 to 2 cases in 2024, all of which involved
unexcused
consecutive workdays. Although this increase
is relatively small, it still indicates a trend
toward declining employee discipline;
therefore, this issue requires attention to
prevent a rise in violations in the future and to
continuously strengthen workplace
discipline.

increase

absences spanning several

July August  September October November December

—==2023 82024

Figure 2. Graph of the Number of Unexcused Absences in 2023-2024 at the Southeast Sulawesi
Provincial Secretariat
Source: Processed Data, 2025

Based on the data in Figure 2, it can be
seen that the number of employee absences at
the Southeast Sulawesi Provincial Secretariat
fluctuated each month in 2023 and 2024.
Overall, the number of absences decreased
from 881 in 2023 to 753 in 2024, indicating a
cumulative improvement in
attendance rates. However, when comparing
the same months, there was an increase in six

employee

months of 2024 namely June, August,
September,  October, November, and
December each of which showed a rise
compared to the previous year; for example,
June increased from 43 to 63, August from 9 to
35, and December from 0 to 53. This situation
indicates that although there was an overall
decline, there were still patterns of rising

absenteeism  during  certain  periods,
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necessitating further evaluation to maintain
consistency in  employee  discipline.
According to [8], the absenteeism rate is a key
indicator for measuring employee work
discipline; the lower the absenteeism rate, the
higher the level of work discipline among
employees. Work discipline is also reflected in
compliance with applicable work rules and
procedures, thereby fostering an orderly and
efficient work environment. In line with [9],
work discipline refers to employees’
voluntary willingness to adhere to all
applicable work rules and norms; thus, any
form of violation reflects negligence in the
fulfillment of work responsibilities.

Furthermore, absenteeism rates can
also reflect employees’” work motivation.
According to [10], work motivation refers to
both internal and external drives that
influence the direction, intensity, and
persistence of an individual’s work efforts.
This is supported by [11], who state that high
absenteeism rates reflect low  work
motivation, whereas low absenteeism
indicates high work motivation, which
ultimately leads to improved employee
performance and productivity. Based on
various research findings, work discipline
and work motivation have been shown to
have a significant effect on employee
performance [12], [13], [14], [15]. Therefore,
further research is needed to analyze the
influence of these two variables on employee
performance at the Regional Secretariat of
Southeast Sulawesi Province.

Based on the research background
described above, the research questions in this
study are: how does work discipline affect
employee performance at the Regional
Secretariat of Southeast Sulawesi Province,
and how does work motivation affect
employee performance at that agency?
Meanwhile, the objective of this study is to
determine and analyze the influence of work
discipline and work motivation on employee
performance at the Regional Secretariat of
Southeast Sulawesi Province.

2.1

2.2

2. LITERATURE REVIEW
Organizational Behavior

Essentially, people interact to
collaborate or compete in achieving
individual and organizational goals,
where individuals as both founders and
members of an organization play a role in
managing all organizational assets, both
physical (such as human resources,
technology, and finances) and non-
physical. Consequently, organizations
aim to meet individual needs while
achieving shared goals that require
structured governance or management. In
this context, organizational behavior is
defined as the study of individual and
group behavior within organizations [16],
in line with [4], who emphasizes that
organizational behavior analyzes the
influence of individuals, groups, and
structures on actions within an
organization to enhance effectiveness, as
well as [17], that
organizational behavior encompasses the
interactions of individuals and groups
and their impact on the
achievement of goals. [18] add that
organizational behavior encompasses the
people-related functions of an
organization including structure,
processes, and culture with six key

who  states

efficient

characteristics: a way of thinking, a
multidisciplinary approach, a humanistic
orientation, a performance orientation,
the scientific method, and an application-
oriented focus [18], so that, overall,
organizational behavior is the study of
understanding, predicting, and managing
work behavior to enhance organizational
effectiveness.
Work Discipline

Work discipline is a crucial aspect
within an organization because it requires

employees’  abilities,  skills,  and
willingness to work diligently and
consistently toward achieving

organizational goals. In the same vein,
[19] define work discipline as the level of
employee compliance with organizational
rules, procedures, and norms, which is
important for shaping employee behavior
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2.3

and maintaining operational consistency.
[20] explains that discipline refers to
obedient and compliant behavior in
carrying out tasks, which also reflects the
effectiveness of leadership, self-control,
and employee commitment. [8] define
work discipline as attitudes and actions

that conform to both written and
unwritten rules, accompanied by
sanctions if violated, while [21]
emphasizes  the  awareness  and

willingness to comply with rules and to
work in an orderly and consistent
manner. Discipline also fosters a positive,
productive, and ethical work culture [22],
and in the context of civil servants, it is
regulated by Government Regulation No.
94 of 2021, which reaffirms the moral and

professional responsibilities of state
officials.

Factors influencing work
discipline, according to [8], include

compensation, leadership by example,
supervision, enforcement of rules, and
attention to employees. [9] adds objective
evaluation, leadership, a fair
compensation system, close supervision,
and consistent disciplinary sanctions. In
terms of measurement, [23] include
attendance, compliance with rules and
work standards, and vigilance, while [8]
emphasizes

firm

absenteeism, rule
compliance, effectiveness,
responsibility. [24] categorizes these into
punctuality and work responsibility;
therefore, this study adopts the
dimensions proposed by [23] as they are
considered the most comprehensive.
Work Motivation

Motivation derives

time and

from the
word “motif,” which refers to the driving
force within an individual to achieve
specific goals. [25] states that motivation
is a state that drives employees in a
directed manner
goals,

motivation

toward achieving
organizational while  [10]
emphasizes that drives
individuals to initiate and direct work
Within  an
motivation functions as psychological

energy that stimulates, directs, and

behavior. organization,

24

sustains work behavior to ensure optimal
performance. Elida, as cited in [26], adds
that motivation serves as a driver, a guide,
and a reinforcer of behavior, because
without motivation, performance will not
be optimal. Motivation is also influenced
by internal and external factors that
determine the direction, intensity, and
duration of work behavior [25].

[27] state that motivation
determines the intensity, direction, and
persistence of work and
performance because highly motivated
individuals tend to be more diligent,
high-achieving, and loyal. [28] adds that
motivation boosts work enthusiasm so
that employees can optimize their
abilities, while [29] emphasizes that low
motivation reduces performance due to a
lack of drive. Motivation is influenced by
internal factors such as self-perception,
self-confidence, needs, and achievements,
as well as external factors such as the

influences

work environment, team, and
compensation [30], and by intrinsic and
extrinsic factors such as responsibility,
recognition, and promotion [31]. In terms
of measurement, McClelland, as cited in

[32], explains the dimensions of
achievement, affiliation, and power
needs, while [33], add behavioral

orientation, effort, and perseverance; and
Robbins, as cited in [34] outline security,
opportunities for growth,
conditions, salary, and
relationships; thus, this study employs
McClelland’s dimensions as presented in
[32] because they are most focused on
measuring employee work motivation.
Employee Performance

High-quality = employees are
capable of delivering optimal
performance through the efficient use of
resources in carrying out their duties;
thus, the higher the quality of employees,
the greater the performance they generate
in  supporting  the
effectiveness and efficiency [35].

[36] Employees, as
resources, play a crucial role in
supporting organizational performance

working
work

organization’s

human
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by carrying out their duties and
responsibilities to achieve organizational
goals. [37] as a fundamental pillar in
determining an organization’s long-term
success.

[38] similarly state that employee
performance refers to work achievements
carried out by employees in fulfilling their
obligations within an organization over a
specific period. Performance can be
understood as work achievements or
outcomes attained by individuals or
groups within an organization based on
the authority and responsibilities they
hold to achieve organizational goals in a
legitimate manner, in accordance with
applicable laws, norms, and ethics [39],
where performance also constitutes a
series of employee activities in the process
of achieving predetermined targets [40]
and reflects the quality and quantity of an
individual’s work output in carrying out
their duties [41], such that performance
represents the extent to which an
individual is able to carry out their duties
and responsibilities optimally [42].

Factors influencing performance

include knowledge management,
information and communication
technology, employee empowerment,

innovation and creativity, as well as
organizational culture, which play a role
in enhancing work effectiveness [43],
while [34] adds the factors of ability,

Work Discipline

1. Attendance

2. Compliance with
Work Regulations

3. Complianc.e with
Work Standards

4. High Level of
Awareness

Mubhani et al. (2024)

Work Motivation

1. Needs for Achievement
2. Needs for Affiliiation
3. Needs for Power

McClelland in Hasibuan
(2020)

2.5

|

motivation, and work environment as
important determinants, where ability
encompasses potential and education,
motivation relates to internal drive, and
the work environment includes both the
physical and  social  conditions
surrounding employees. In terms of
measurement, employee performance can
be assessed through the dimensions of
quality, productivity, job knowledge,
trust, and availability according to [44], as
well as punctuality, creativity, and
responsibility according to [34], while [45]
adds dimensions such as loyalty, work
honesty,
cooperation, leadership, work experience,
initiative, competence, and responsibility;
however, this study employs the
dimensions proposed by [44] as they are
considered most relevant in the context of
employee performance measurement.
Theoretical Framework and Hypothesis
Development

According to [46], a theoretical
framework is a model of the relationships
between variables that is logically and
systematically
theory and prior research. In this study,
employee performance is influenced by
work discipline and work motivation,
both of which are hypothesized to have
partial

achievement, discipline,

constructed based on

and simultaneous effects on
employee performance in the government

sector, as shown in Figure 3.

Employee Performance

Quality
Productivity
Work Knowledge
Trustworthiness
Availability

ol o

w

Rohman et al. (2021)

Figure 3. Conceptual Framework
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A study conducted by [47], found
that work discipline has a positive and
significant  effect on  employee
performance. This aligns with the
research by [13], which also showed that
work discipline has a positive and
significant  effect on  employee
performance. The results of both studies
indicate that work discipline plays a
crucial role in enhancing employee
performance in both the public and
private sectors; thus, the higher the level
of employee discipline, the greater the
likelihood  of  achieving  optimal
performance. In line with [29], improved
work discipline increases the likelihood
that employees will achieve better work
results, whereas without good discipline,
an organization will find it difficult to
meet its expected targets, as discipline
reflects an individual's awareness and
willingness to comply with
organizational rules and applicable
norms. Thus, it can be concluded that the
higher the level of work discipline, the
better the employee performance.

H1: Work Discipline Influences Employee
Performance

A study conducted by [14], found
that work motivation has a positive and
significant influence on employee
performance, consistent with the research
by [15] which also showed similar results:
that work motivation has a positive and
significant influence on employee
performance. The results of both studies
confirm that the higher an employee’s
work motivation, the better their
performance; thus, work motivation is a
crucial factor in improving performance
quality across various agencies. In line
with [27], motivation is a crucial element
in an organization that
employee performance; employees with
high motivation tend to work harder,
achieve better results, and demonstrate
greater loyalty to the organization. Thus,
these findings indicate that enhancing
work motivation must be a primary focus

influences

in human resource management to ensure

2.6

that employee performance can be
continuously optimized
H2: Work Motivation Influences Employee
Performance
Previous Research and Research Gaps
Previous research indicates that
the variables of work discipline and work
motivation have a consistent influence on
employee performance. Various studies,
such as those by [13], [23], [47], [48], [49],
have found that work discipline has a
positive and significant effect on
employee performance across various
sectors and organizations, both in the
public and private sectors. Similarly,
research by [14], [15], [23], [50], [51]
indicates that work motivation also has a
positive and  significant
employee performance. Furthermore,
several studies, such as those by [52], [53],
confirm that both variables
simultaneously exert a significant
influence on performance, although there

effect on

are also varying results, as seen in the
studies by [54], [55], which indicate that
motivation does not always have a
significant effect under certain conditions.

Based on previous research, there
is a research gap characterized by
inconsistent findings regarding the
influence of work motivation on
employee well as
differing  results  across
organizational contexts. Furthermore,
most previous studies were conducted in
the  private  sector, state-owned
enterprises (BUMN), or other agencies
outside the Regional Secretariat of
Southeast Sulawesi Province; thus,
generalizations regarding civil servants at
that level remain limited. Therefore, this
study is important for re-examining the
effects of work discipline and work
motivation on employee performance
within the context of the Regional
Secretariat of  Southeast
Province.

performance, as
various

Sulawesi
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3. METHODS

3.1 Type of Research
The research methods used were
descriptive and verifiable, employing a
quantitative  approach.  Quantitative
methods, grounded in positivism, were
used to examine a specific population or
sample by collecting data through
research instruments and conducting
statistical analyses to test the established
hypotheses. =~ Research  methodology
consists of systematic steps to answer
research questions [56]. Descriptive
research is used to describe data as they

3.2

and-effect relationship between
independent and dependent variables
[46]. The researcher does not intervene in
the data and uses individual units of
analysis [57]; furthermore, this study is a
cross-sectional ~ study in  which
measurements are taken once at a specific
point in time [46].
Operationalization of Variables and
Measurement Scales

An operational variable is an
attribute, characteristic, or value of an
object or activity that exhibits certain

variations determined by the researcher

actually are [46], while this study is also for investigation and  subsequent
causal in nature, demonstrating a cause- conclusion-drawing [46].
Table 1. Operationalization of Variables
Variable Dimension Indicator Source
Attendance Punc.tuality ;
Never absent without explanation
Work Rule Compliance with procedures
Work Compliance Proper use of office equipment 23]
Discipline Work Standard Presence at the workplace during working hours
Compliance Time management
High Alertness Personal responsibility
Level Respect for others” opinions
Reward for performance
Need for Salary adequacy
Achievement Willingness to participate in self-development
Responsibility to complete tasks including overtime
Work Good relationship with colleagues McCelland
o Need for ; . - .
Motivation Affiliation Desire to build relationships [32]
Recognition from colleagues
Desire for promotion
Need for Power Influence on colleagues
Leadership character
. Accuracy in task completion
Quality Stakeholder satisfaction
.. Work time efficiency
Productivity Number of tasks completed
Employee Job Knowledge Understanding of work procedures [44]
Performance Mastery of relevant technology
Reliability in task completion
Trust Stakeholder trust
Availability Readiness for additional tasks
Flexibility in schedule changes

3.3 Measurement Scale
The scale used in this study is the
Likert scale to measure respondents’
attitudes, opinions, and perceptions
toward social phenomena [56]. Data were

collected via a questionnaire with five
response options assigned numerical
weights, where each variable was broken
down into indicators to serve as the basis
for formulating the survey items or
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3.4

3.5

statements [58]. The measurement scale
used consisted of 5 = Strongly Agree (SS),
4 = Agree (S), 3 = Somewhat Agree (CS), 2
= Disagree (TS), and 1 = Strongly Disagree
(STS).
Population and Sample

The population in this study
consists of all civil servants at the
Regional  Secretariat of  Southeast
Sulawesi  Province,  totaling 443
employees as of October 13, 2025,
distributed across 9 work units, while the
sample consists of a representative
portion of the population selected for
analysis [56]. The sample size was
determined using the Slovin formula,
namely n=N/ (1 + N(e?)), with a 5% (0.05)
margin of error, thereby yielding a sample
size representative of the study
population.

N
n=———
1+ N(e)?
443
n=s———
1+ 443(0.05)2
n =210

With a 5% sampling error rate,
the minimum sample size required is 210
respondents. This study used a
probability sampling technique with non-
probability sampling with purposive
sampling, in which the sample was
divided proportionally based on the
population size of each work unit within
the Southeast Sulawesi Provincial
Details of the sample
allocation for each work unit are
presented in Table 1.

Secretariat.

Table 2. Research Sample Size by Work Unit

Work Unit Population (as of Tota}viample

13 October 2025) n=- X nx
Bureau of Government and Regional Autonomy 31 15
Bureau of People’s Welfare 44 21
Legal Bureau 29 14
Economic Bureau 32 15
Government Procurement Bureau 32 15
Development Administration Bureau 31 15
Organization Bureau 27 13
General Bureau 138 65
Leadership Administration Bureau 79 37
Total 443 210

Data Collection and Data Sources

Data collection is a crucial step in
research for obtaining information to
answer the research question and test the
hypothesis. The data in this study consist
of primary and secondary data. Primary
data were obtained directly from
respondents via a  questionnaire
distributed to all civil servants at the
Southeast Sulawesi Provincial Secretariat,
while secondary data were obtained
through a literature review comprising
books, academic literature, articles, and
institutional profiles relevant to the
research topic.

3.6 Data Analysis

Structural Equation Modeling
(SEM) enables researchers to model and
estimate complex relationships between
dependent and independent variables
simultaneously, including latent
constructs that cannot be measured
directly but are represented through
indicators [59]. SEM also accounts for
measurement error, thereby producing
more accurate estimates. This study
employs the Partial Least Squares
Structural Equation Modeling (PLS-SEM)
approach, which focuses on predicting
the variance of the dependent variable.
The PLS-SEM model consists of a
structural model (inner model) that
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describes the relationships among
constructs, and a measurement model
(outer model) that explains the
relationships between constructs and
their indicators [59].

The external model has been
tested to assess its validity and reliability
through convergent validity, specifically
with outer loadings > 0.708, where values
of 0.708 or higher are recommended;
while factor loadings of 0.4-0.708 are still
acceptable provided that Composite
Reliability (CR), Cronbach’s Alpha (CA),
and Average Variance Extracted (AVE)
meet the criteria, and AVE is > 0.50. In
addition, discriminant validity was tested
using the Fornell-Larcker criterion and
the Heterotrait-Monotrait Ratio (HTMT),
with an HTMT value < 0.90, while internal
consistency reliability was assessed using
Cronbach’s Alpha and Composite
Reliability with values > 0.70 [59].
Meanwhile, model analysis was used to

test the relationships among latent
variables via the R-squared value, with
categories of 0.19 as weak, 0.33 as
moderate, and 0.67 as strong; path
coefficients were used to examine the
direction of relationships and significance
based on a t-statistic > 1.96 and a p-value
< 0.05; model fit via the NFI, and
predictive relevance via a Q? value > 0,
indicating that the model has good
predictive power (Hasibuan, 2026).

4. RESULTS AND DISCUSSION

4.1 Results

a. Respondents’ Characteristics

The respondents in this study
consisted of 210 civil servants at the
Regional Secretariat of Southeast
Sulawesi Province. Data collection via
questionnaires was conducted on a
scheduled basis according to each
work unit to ensure optimal
distribution and response rates.

Table 3. Sample demographics

Demographic Variable Category Frequency (n) %
Male 101 48%
Gender Female 109 52%
18-32 years 36 17%
3345 years 90 43%

Age

46-58 years 84 40%

Above 58 years 0 0%

High School / Equivalent 4 2%

Diploma 4 2%
Education Level Bachelor (S1) 117 56%
Master (S2) 84 40%

Doctorate (S3) 1 0%
0-5 years 39 19%
6-10 years 25 12%
Work Experience 11-15 years 49 23%
16-20 years 48 23%
More than 20 years 49 23%

Based on Table 3, the
demographic characteristics of the

over 58 years old. In terms of
education level, the majority of

respondents show that the majority of
respondents were female (52)
compared to male (48%). In terms of
age, the dominant groups were in the
33—45-year-old (43%) and 46-58-year-
old (40%) age ranges, while the 18-32-
year-old group accounted for only
17%, and there were no respondents

respondents held a bachelor’s degree
(56%) and a master’s degree (40%),
while the remainder held a high
school diploma, an associate’s degree,
or a doctoral degree in very small
percentages. Based on  work
experience, the respondents were
relatively evenly distributed, with the
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3 100

largest proportions in the 11-15-year
range (23%) and over 20 years (23%),
followed by 16-20 years (23%), 0-5
years (19%), and 6-10 years (12%).
Overall, these data indicate that the

employees of working age with high
educational attainment and
substantial work experience, making
them a representative sample for

research analysis.

respondents are  predominantly
Table 4. Descriptive Analysis
Variable Number Total Mean Mean Category
of Items Score Score Percentage
Work Discipline 8 7,368 921 87.71% Very High
Work Motivation 12 9,699 808.25 76.98% High
Employee Performance 10 8,650 865 82.38% Good
Based on the results of the consists of 10 items with a total score
descriptive  analysis, the Work of 8.650, an average score of 865, and
Discipline variable consists of 8 items an average percentage of 82.38%,
with a total score of 7,368, an average which falls into the “Good” category.
score of 921, and an average b. Outer Model

percentage of 87.71%, placing it in the
“Very High” category, while Work
Motivation consists of 12 items with a
total score of 9,699, an average score
of 808.25, and an average percentage
of 76.98%, which falls into the “High”
category; and Employee Performance
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= e
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\/
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Outer model testing was
conducted to assess the validity and
reliability of the
representing the research construct,
to ensure that each indicator is
capable of accurately measuring the
latent variable.

indicators in

DK4.1 DK4.2

-
MK3.4

MK3.1 MK3.2 MK3.3

Figure 4. PLS Algorithm

At this stage, convergent
validity was assessed using outer
loading and Average Variance
Extracted (AVE), while reliability was
evaluated using Composite
Reliability and Cronbach’s Alpha.
Indicators are considered valid when
outer loading is >0.70 and AVE 20.50,
although loadings between 0.40-0.70

are still acceptable if overall model
reliability criteria are met [59].
Construct reliability is confirmed
when Composite Reliability and
Cronbach’s Alpha are >0.70, although
values above 0.60 may still be
acceptable depending on research
context [59].
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Table 5. Measurement Model

Variable Code Outer Loading AVE CR CA
DK1.1 0.741
DK1.2 0.818
DK2.1 0.655
. DK2.2 0.451

Work Discipline (DK) DK3.1 0814 0.500 0.886 0.851
DK3.2 0.710
DK4.1 0.606
DK4.2 0.783
MK1.1 0.855
MK1.2 0.807
MK1.3 0.774
MK1.4 0.898
MK1.5 0.724
L MK2.1 0.886

Work Motivation (MK) MK2.2 0.694 0.618 0.951 0.943
MK2.3 0.596
MK3.1 0.799
MK3.2 0.722
MK3.3 0.796
MK3.4 0.833
KP1.1 0.751
KP1.2 0.710
KP2.1 0.776
KP2.2 0.733
KP3.1 0.609

Employee Performance (KP) KDP3.2 0614 0.501 0.909 0.888
KP4.1 0.795
KP4.2 0.702
KP5.1 0.614
KP5.2 0.741

The results of the
measurement model testing indicate
that all constructs in this study met
the criteria for good validity and
reliability. The Work Discipline (DK)
variable has an AVE of 0.500 with a
Composite Reliability of 0.886 and a
Cronbach’s Alpha of 0.851, indicating
that the indicators are sufficiently
valid and reliable despite one
indicator having a relatively low
outer loading (0.451). The Work
Motivation (MK) variable
demonstrated excellent measurement
performance with an AVE of 0.618, a
Composite Reliability of 0.951, and a
Cronbach’s Alpha of 0.943, and all
indicators had strong loadings.
Meanwhile, Employee Performance

(KP) also met the standards with an
AVE of 0.501, a Composite Reliability
of 0.909, and a Cronbach’s Alpha of
0.888, indicating that all indicators
adequately represent the construct.
Overall, the measurement model was
deemed suitable for further analysis
as it met the criteria for convergent
validity and construct reliability.
After the measurement
model met the criteria for validity and
reliability, a discriminant validity test
was conducted to ensure differences
between the constructs in the model.
This was evaluated using the Fornell-
Larcker criterion, which states that
discriminant validity is met if the
square root of the AVE is greater than
the correlation between constructs.
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Table 6. Fornell-Larcker
Variable Work Discipline Employee Performance Work Motivation
Work Discipline 0.707
Employee Performance 0.576 0.708
Work Motivation 0.482 0.554 0.786

Based on the results of the
discriminant validity test using the
Fornell-Larcker criteria, all variables
in this study were found to meet
discriminant validity because the
root-mean-square AVE values for
each construct were greater than the
correlations between the other
constructs. The Work Discipline
variable has an AVE value of 0.707,
which is higher than its correlations
with Employee Performance (0.576)
and Work Motivation (0.482),
indicating that the Work Discipline
construct is clearly distinct from the

Employee Performance and Work
Motivation variables also exhibit the
same pattern, where the root AVE
values for each are greater than the
correlations between the variables,

indicating that each construct
possesses  unique characteristics.
Furthermore, the discriminant

validity test using the Heterotrait-
Monotrait Ratio (HTMT) approach
showed that all HTMT values
between constructs were below 0.90,
leading to the conclusion that there is
no overlap between constructs and
that each variable in the model clearly

other constructs. Similarly, the measures distinct concepts.
Table 7. HTMT
Construct Relationship HTMT Value
Employee Performance (@) Work Discipline 0.651
Work Motivation (@) Work Discipline 0.517
Work Motivation (#) Employee Performance 0.587

Based on Table 7, the results
of discriminant validity measured
using the HTMT criterion show that
the values between constructs are
0.90,
Performance and Work Discipline at
0.651, Work Motivation and Work

below namely Employee

Discipline at 0.517, and Work
Motivation and Employee
Performance at 0.587. This indicates

SO\ L
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that each construct has a level of inter-
construct correlation that allows for
clear differentiation, thus fulfilling
the requirement for discriminant
validity and confirming that all
variables in this study are capable of
measuring  distinct concepts in
accordance with their respective

constructs.
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0.000.
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Figure 5. PLS Bootstrapping
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c. Inner Model
Structural model testing was
conducted to examine the
relationships among latent variables
and their effects within the research
model. The evaluation began with a

multicollinearity test using the
Variance Inflation Factor (VIF), where
a VIF value < 5 indicates the absence
of multicollinearity issues among
variables [59].

Table 8. Variance Inflation Factor (VIF)

Variable Relationship VIF
Work Discipline — Employee Performance 1.303
Work Motivation - Employee Performance 1.303

Based on Table 8 above, the
VIF values for each construct are less
than 5 (<5), indicating a low level of
multicollinearity. =~ Under  these
conditions, the results of the tests of
relationships between variables can
be interpreted well, and the analysis
can proceed to the next stage.

d. R-square and Q-square Values

The R-square and Q-square
values are used to evaluate the
structural model. The R-square value e.
for the Employee Performance

variable is 0.431, indicating that 43.1%
of the variation in performance can be
explained by the Work Discipline and
Work Motivation variables, placing it
in the moderate category. Meanwhile,
the positive Q-square value of 0.394
indicates that the model has good
predictive relevance. Thus, the model
used is sufficiently capable of
adequately explaining and predicting
employee performance.

Model Quality

Table 9. Model Fit

Model Fit Measure Estimated Value
NFI (Normed Fit Index) 0.697
SRMR (Standardized Root Mean Square Residual) 0.080

Model fit was evaluated to
determine the extent to which the
research model was able to represent
the empirical data obtained, as
measured using the Normed Fit
Index (NFI) and the Standardized
Root Mean Square Residual (SRMR).
The NFI is used to assess the relative
fit of the model on a scale of 0-1,
where values closer to 1 indicate a
better model. Meanwhile, the SRMR
measures the difference between the
actual correlation matrix and the
model’s predictions, with values
<0.08 considered good, <0.10 still
acceptable, and >0.10 considered
marginal.

Based on the test results, the
NFI value was 0.697 and the SRMR
value was 0.080. The SRMR value

indicates that the model has an
acceptable level of fit with the
empirical data, while the NFI value
indicates a fairly good model fit,
although it is not yet optimal because
it has not approached the value of 1.
Thus, the model in this study is
deemed to have an adequate level of
fit and is suitable for further analysis,
including hypothesis testing. In
addition, an effect size (F-square)
evaluation was used to examine the
contribution of exogenous variables
to endogenous variables, where a
value of 0.02 indicates a small effect,
0.15 a moderate effect, and 0.35 alarge
effect, thereby revealing the strength
of each wvariable’s influence in
explaining employee performance.
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Table 10. F-square Values

Variable Relationship F-Square
Work Discipline — Employee Performance 0.219
Work Motivation — Employee Performance 0.174

Based on Table 10, the F-
square values indicate that Work
Discipline has an effect on Employee
Performance of 0.219 and Work
Motivation has an effect of 0.174, both
of which fall into the moderate
influence category (0.15-0.35). These
results indicate that both variables
make a fairly significant contribution
to explaining the wvariation in
Employee Performance, with Work
Discipline having a slightly greater
influence than Work Motivation.

f. Hypothesis Testing

Hypothesis testing aims to
statistically verify the relationships
between variables in the research
model. The test was conducted using
the original sample (O) to determine
the direction of the effect, as well as
the t-statistic and p-value to assess
significance. The hypothesis is
accepted if the t-statistic>1.96 and the
p-value < 0.05; conversely, the
hypothesis is rejected if the opposite
is true.

Table 11. Hypothesis Test Results

Original
. T P
Hypothesis Sample .. Status
statistics values
(0)
H1: Work Discipline — Employee Performance 0,403 5,721 0,000 Accepted
H2: Work Motivation — Employee Performance 0,359 4,447 0,000 Accepted

Based on the hypothesis test
results in Table 11, the Work
Discipline variable has a path
coefficient of 0.403, a t-statistic of
5721, and a p-value of 0.000,
indicating a positive and significant
effect on Employee Performance;
therefore, H1 is accepted. Meanwhile,
Work Motivation has a path
coefficient of 0.359, a t-statistic of
4.447, and a p-value of 0.000, which
also indicates a positive and
significant effect on Employee
Performance; thus, H2 is accepted.
Overall, Work Discipline has a
slightly stronger effect than Work
Motivation on Employee
Performance based on the path
coefficient values.

4.2 Discussion

The results of the hypothesis
testing show that work discipline has a
positive and significant effect on
employee performance at the Regional
Secretariat of  Southeast Sulawesi
Province. This is indicated by the positive

path coefficient, meaning that the better
an employee’s work discipline, the higher
their performance. The significance value
also indicates that this effect is statistically
significant; therefore, the first hypothesis
(H1) is accepted. Thus, work discipline
has been proven to be a key factor in
improving employee performance. These
findings align with studies by [23], [49],
[60], [61], which show that work
discipline has a positive and significant
effect on employee performance. These
findings confirm that work discipline
plays a crucial role in enhancing
performance effectiveness.

Employees with high discipline
tend to be more compliant with work
rules, able to manage their time effectively,
and carry out tasks in accordance with
their assigned responsibilities. These
conditions create a more organized and
focused work process, which in turn leads
to an improvement in overall employee
performance. Furthermore, the results of
the hypothesis testing also indicate that
work motivation has a positive and
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significant  effect ~on  employee
performance at the Regional Secretariat of
Southeast Sulawesi Province, meaning
that the higher the work motivation, the
greater the improvement in employee
performance. The significance value
indicates that this effect is statistically
significant;  therefore, the second
hypothesis (H2) is accepted. Thus, work
motivation has been proven to be a key
factor in employee
performance.

These results align with the
research by [14], [53], [62], which state that
work motivation has a positive and
significant  effect ~on  employee
performance. Motivation encourages
employees to work harder, be more
and be
Conversely, low motivation diminishes
work enthusiasm, leading to a decline in
performance; thus, work motivation plays
a strategic role in improving employee
quality and productivity.

improving

responsible, goal-oriented.

5. CONCLUSION

Based on the results of the study on
the Influence of Work Discipline and Work
Motivation on Employee Performance at the
Regional Secretariat of Southeast Sulawesi
Province, it can be concluded that work
discipline has a positive and significant effect
on employee performance, indicating that the
higher the level of employee work discipline,
the better the resulting performance. This
discipline is most strongly reflected in the
absence of unexcused absences and
employees’ consistency in being present at the
workplace during working hours; thus,
attendance and adherence to working hours
are important factors in supporting the
optimization of performance; Furthermore,
work motivation also has a positive and
significant effect on employee performance,
meaning that the higher the work motivation,
the greater the improvement in employee
performance. Motivation is most strongly
reflected in employees’ responsibility to
complete tasks thoroughly and their ability to
build good working relationships; thus,
commitment to work and harmonious

working relationships are important factors in
enhancing employee performance.

Practical recommendations for the
Regional Secretariat of Southeast Sulawesi
Province indicate that employee work
discipline falls into the “very high” category;
therefore, this condition must be maintained
through continuous guidance, leadership by
example, and the strengthening of a
professional work culture. Aspects that are
already very strong such as the use of office
equipment, personal responsibility, and
procedural compliance need to be consistently
maintained, while aspects that are still
relatively weaker such as presence at one’s
workstation, respect for others” opinions, and
unexcused absences need to be improved
through supervision, attendance monitoring,
and the strengthening of a collaborative and
mutually respectful work culture.

Work motivation falls into the high
category and should therefore be sustained
through strengthening work relationships,
providing recognition, and developing
employee competencies. However, aspects
such as the desire for promotion and
willingness to work overtime remain
relatively low and need to be improved
through clear career paths, proportional
distribution of workloads, and more effective
work management. Meanwhile, employee
performance, which is currently in the “good”
category, needs to be continuously improved
through competency development,
technology optimization, and the
prioritization of work particularly regarding
the availability of additional tasks, the
capacity to complete work, and increased
stakeholder trust so that performance can be
more optimal and consistent across all aspects.

Thus, efforts to improve employee
performance depend not only on individual
abilities and competencies but also on a
growing awareness of the need to cooperate
and support one another in achieving
organizational goals. The willingness to take
on additional tasks should be understood as
part of a collective contribution to ensuring
the smooth execution of the organization’s
duties. To achieve this, effective coordination,
strong commitment, and firm leadership are
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required from all levels of management from created that supports improved employee
the Governor of Southeast Sulawesi down to performance in achieving organizational
the heads of each work unit so that a goals.

conducive, collaborative work environment is
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