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This study aims to determine and analyze the effect 

of incentives and organizational culture on 

employee performance through the mediation role 

of work motivation at the National Narcotics 

Agency of Central Kalimantan Province. The 

method used in this research is quantitative 

research. The sample of this research is 70 people. 

The data were analyzed using the Structural 

Equation Modeling (SEM) model using the Partial 

Least Square approach (SEM-PLS). The results of 

the study showed that incentives have no 

significant effect on employee performance and 

work motivation. Meanwhile, organizational 

culture has a significant effect on employee 

performance and work motivation. In addition, 

work motivation has a significant effect on 

employee performance. For the mediating role of 

work motivation, the results showed that work 

motivation cannot mediate the relationship 

between incentives and employee performance (no 

mediation). Meanwhile, work motivation can 

mediate the relationship between organizational 

culture and employee performance partially 

(partial mediation). 
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INTRODUCTION 
Organizational success is influenced one of them by the human resources 

it has. Human resources are people who are ready, willing and able to contribute 
in efforts to achieve organizational goals (Soerjoatmodjo, 2019). Government 
organizations are required to have performance that is oriented to the interests 
of the community and encourage the government to always be responsive to the 
surrounding environment, by providing the best service in a transparent and 
quality manner and by having a good division of tasks in a government 
organizational structure (Monika Septia et al., 2020 ). There are many indicators 
that can be used as a benchmark for assessing government performance, one of 
which is the quality of its human resources.(Sembiring, 2017). Therefore, every 
agency is required to improve the quality of human resources so that they can 
work productively and professionally and the performance achieved is expected 
to be more satisfying and in accordance with the work standards required by the 
agency itself. Therefore, every agency is required to improve the quality of 
human resources so that they can work productively and professionally and the 
performance achieved is expected to be more satisfying and in accordance with 
the work standards required by the agency itself. 

Employee performance is one of the main factors affecting agency 
performance, agency performance is not only seen at the leadership level but also 
at the middle level and at subordinates or staff. If only the leadership level has 
high performance, then the quality of service perceived by the community will 
remain low. This is because the executors in the field are actually the staff. 
Therefore, efforts to improve organizational performance must cover all levels, 
both the highest, middle and subordinate levels. This means that agency 
performance is the performance of government agencies is largely determined 
by the performance of each employee in the agency. So that if the higher or better 
the employee's performance, the agency's performance is also higher or better. 
vice versa,((Paradise, 2022) 

Given the importance of employee performance in supporting agency 
operational activities, every head of government agency is required to be able to 
improve the performance of its employees. Efforts that can be made to improve 
employee performance range from education and training, compensation, to 
awards for work performance achieved. However, employee performance is not 
only influenced by these factors, but theoretically it is also influenced by 
organizational culture, quality of human resources, motivation, discipline owned 
by the institution. 

One of the ways to optimize employee performance is by providing 
remuneration or incentives that are accidentally given to employees so that 
within them a greater enthusiasm arises to improve work performance so that 
productivity and performance increase. Providing incentives within an 
organization plays an important role because it is believed that problems in the 
workplace are increasingly complex, such as low performance due to the 
enthusiasm and work enthusiasm of employees who are still not fully good. 
additional income for employees besides salary(Suryani & Setyawati, 2020). 
Incentives are part of compensation where incentives are a financial reward 
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outside of the salary provided by the organization to employees to increase 
motivation and work performance(Lilyana et al., 2017) 

Organizational culture is a driving factor in the formation of performance, 
because organizational culture is the values and norms that apply in the 
organization and are accepted by all members of the organization. A good 
assessment of organizational culture can encourage employees to work better 
and ultimately improve the performance of individuals within the organization. 
A good organizational culture will foster positive motivation in each individual 
and shape the behavior of organizational members where they will comply with 
all rules in the organization(Cardina, 2022). 

Motivation is the encouragement, effort and desire that exists within 
humans that activates, empowers and directs behavior to carry out tasks properly 
within the scope of work. Robbins (2006) defines motivation as a process that 
determines the intensity, direction, and persistence of individuals in an effort to 
achieve goals. Motivation is a process that originates from physiological and 
psychological needs that result in behavior or encouragement aimed at a goal or 
incentive(Shofwani et al., 2019). 

The National Narcotics Agency, hereinafter abbreviated as BNN, is an 
agency established for the purpose of preventing and eradicating and illicit traffic 
of narcotics and narcotics precursors. The performance of preventing and 
eradicating crimes and violations of law in the form of crimes of drug abuse and 
illicit trafficking, as a constitutional mandate for the existence of BNN, is a 
manifestation of the presence of the state in providing protection for its citizens 
not to become victims and perpetrators of drug crimes. In this regard, BNN 
performance will always be linked to the prevalence rate of drug abuse which 
shows or describes the current situation of drug abuse (BNN Strategic Plan, 
2020). 

The Central Kalimantan Province National Narcotics Agency (BNNP 
Kalteng) is a BNN work unit at the regional level of Central Kalimantan Province 
which is obliged to carry out BNN tasks in the Central Kalimantan Province 
Region including achieving the performance set out in the performance 
agreement. 

BNNP Central Kalimantan measures organizational performance by 
looking at predetermined indicators as outlined in the value of the Government 
Agency Performance Accountability Report (LAKIP) where there is a decline in 
organizational performance from 99.2 in 2020 to 86.49 in 2021(LAKIP BNN, 2021), 
with these conditions BNN Central Kalimantan Province to make efforts to 
improve organizational performance through improving employee performance. 
One of the efforts made to improve employee performance is by internalizing the 
values and cultural norms of the organization to all BNN employees in Central 
Kalimantan Province. In addition, the provision of incentives is expected to 
motivate employees to improve employee performance. 
 
LITERATURE REVIEW 

The theory of balance or equity theory was put forward by John Stacey 
Adams, a work and behavioral psychologist in 1963. This theory assumes that 
basically humans like fair/comparable treatment, related to relational 
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satisfaction in terms of perceptions of fair/unfair distribution of resources. in 
interpersonal relationships. This theory builds a wider awareness of the 
dimensions of each individual's assessment as a wider manifestation of justice 
than other motivational theories. Some theories of motivation assume that a 
person's behavior arises and is managed by efforts to establish or maintain an 
inner psychological balance. When experiencing psychological tension or when 
the level of work stress increases, we are motivated into action to re-establish 
balance. Adams developed it further by focusing on the fairness side of 
individuals in organizations. (Adams, 1963) 

According to Wexley and Yukl in Sinambela (2016), performance is an 
implementation of the theory of balance. According to him, a person will show 
optimal performance if he gets benefits and there is stimulation (induction) in his 
work fairly and reasonably (reasonable). 

 
Employee Performance 

The concept of performance is an abbreviation of the kinetics of work 
energy whose equivalent in English is performance. The term performance is often 
Indonesianized as performance (Wibowo, 2014). Performance is the result of work 
that can be achieved by a person or group of people in an organization, in 
accordance with their respective authorities and responsibilities to achieve the 
goals of the organization concerned legally, not violating laws that are in 
accordance with morals or ethics (Sedarmayanti, 2009). According to Hasibuan 
(2010) performance is a work result achieved by a person in carrying out the tasks 
assigned to him based on skills, experience and sincerity as well as time. 
Performance is the results of the function of a person's or group's work activities 
in an organization which are influenced by certain factors to achieve 
organizational goals within a certain period of time (Tika, 2006). Employee 
performance is very important to be achieved by every company because 
performance is a reflection of the company's ability to manage and allocate its 
resources. Performance is a benchmark in the process of carrying out work so that 
work is carried out properly or not (Qostalano, 2019). According to Mangkunegara 
(2009) employee performance is the result of work in quality and quantity 
achieved by an employee in carrying out their duties in accordance with their 
responsibilities. Based on theoretical studies and previous research,(Febriani, 
2023).  

The dimensions and indicators used by the author are based on the theory 
from Mangkunegara (2009), namely: (1) Quality of work is something that is 
related to the work process to work results that can be measured by the level of 
efficiency and effectiveness of a person in carrying out a job supported by other 
resources. (2) The quantity of work, namely the unit amount or maximum limit 
that must be achieved by someone with the time that has been targeted by the 
company's leadership. (3). Collaboration is the attitude and behavior of every 
employee who establishes a cooperative relationship with leaders or colleagues to 
complete work together. (4) Responsibility is something related to the results of 
work that has been completed which must be accounted for by every employee if 
there is still work that has not met the expectations of the leadership. (5) Initiatives 
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are all forms of movement from within members to do work and overcome 
problems. The behavior of an employee in achieving work results in quality and 
quantity in accordance with the tasks that have been given and the time that has 
been set by the leadership of the company where the results are measured over a 
certain period of time, based on company provisions and agreements paying 
attention to the performance of its employees 
 
Work Motivation 

Motivation, according to Vroom, leads to decisions regarding how much 
effort will be expended in a given task situation (Novalda, 2022). According to 
Mas'adah et al., in Novalda, 2022, there are three relationships in the expectancy 
theory, namely, the relationship between effort and achievement, the 
relationship between achievement and organizational rewards and the 
relationship between organizational rewards and employee goals. According to 
Robbins (2016), motivation is defined as a process that explains a person's 
strength (intensity), direction, and persistence to achieve goals. According to 
Robbins (2016) in Sapta, I. et al. (2021), indicators of work motivation are quality, 
quantity, timeliness, effective use of resources, independence, and commitment. 

Motivation also determines the results of employee performance, if there 
is a decrease in work motivation for each employee, the employee cannot 
provide optimal and efficient performance results(Brahmasari, 2008).Motivation 
is formed from the attitude of an employee in dealing with work situations. 
Motivation is a condition that drives employees directed to achieve 
organizational goals (work goals). Mental attitude is a mental condition that 
encourages employees to try achieve maximum work performance. The mental 
attitude of an employee must be a mental attitude that is ready psychophysically 
(ready mentally, physically, goals and situations). That is, an employee must be 
mentally prepared, physically capable, understand the main goals and work 
targets to be achieved, be able to utilize and create work situations (Darmawan, 
2013). Basically, motivational factors are grouped into two groups, namely 
internal factors and external factors (Prabu in Murti H and Srimulyani VA, 2013). 
Internal factors (personal characteristics) in motivation include needs, desires 
and expectations contained within the person. External factors (company 
characteristics) consist of work environment, salary, working conditions, and 
company policies, and work relations such as awards, promotions, promotions 
and responsibilities (Darmawan, 2021). 

Work motivation is motivation is the desire in a person that causes that 
person to act. Usually people act for a reason to achieve goals. In carrying out 
his duties, humans always have motivation that encourages him to carry out the 
tasks assigned to him(Wasi, 2018). 
 
Incentive 

Incentives are part of compensation where according to Theodore and 
Lilyana (2017) in Novalda (2022), incentives are a financial award outside of 
salary provided by the company to employees to increase motivation and work 
performance. Presented by(Liu & Liu, 2022), Incentives are defined as concrete 
incentives or any type of compensation given to employees in the form of cash, 
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can also be defined as compensation given to someone who has worked beyond 
the work standards that have been given to provide motivation. The types of 
incentives are concrete incentives and moral incentives. 
 
Organizational Culture 

Organizational culture is a perception that is shared by all members of the 
organization or a system of shared meaning. The shared meaning system itself is 
a set of main characteristics adopted by a company (According to Robbins, 2006 
in(Ari & Anwar, 2021).Organizational culture is a system of shared meaning 
followed by members that can differentiate one organization from another 
(Edison, 2016). Organizational culture indicators, according to Trang (2013), are 
Innovation and risk taking, Attention to detail, Outcome orientation, People 
Orientation, Team Orientation. team), Aggressiveness and Stability 
 
METHODOLOGY 

The approach used in this study is the quantitative method. JThis research 
type is included in the explanatory research category. Expanatory research is 
research that explains causal relationships and hypothesis testing.In this study, 
the authors will analyze the effect on the dependent variable (dependent 
variable), namely Employee Performance (Y) and the independent variables 
consisting of Incentives (X1), and Organizational Culture (X2) and Work 
Motivation (Z). The location of this research was carried out at the Central 
Kalimantan BNNP in the City of Palangka Raya. The population in this study 
were all employees at the BNNP Central Kalimantan with a total of 70 employees 
at the BNNP Central Kalimantan. In this study, researchers took the entire 
population as the research sample. The sampling technique that will be used in 
this study is saturated sampling, which is a sampling technique when the entire 
population is used as a sample. The data collection technique used a 
questionnaire using a Likert scale of 1 to 5, which means starting from strongly 
disagree to strongly agree. Questionnaires were distributed using the Google 
form to all 70 employees. The data analysis technique used is SEM-PLS using 
Smart Pls 3.0 tools. 

 
RESEARCH RESULTS AND DISCUSSION 
Evaluation of the Measurement Model (Outer Model) 
 In evaluating the measurement model (outer model), convergent validity 
tests, discriminant validity tests and reliability tests are carried out. Validity test 
is done by looking at the outer loading and AVE. The outer loading test was 
carried out three times because there were several indicator items whose value 
was below 0.7 so they had to be aborted. To test discriminant validity, it is done 
by looking at the roots of AVE (Fornell LArcker Criterion), cross loading and 
Hetertrait-Monotrait Ratio (HTMT). While the reliability test is done by looking 
at the value of Cronbach's alpha and composite reliability 
 The results of the evaluation of the measurement model (Outer model) is 
described in table 1 below: 
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Table 1. Measurement Model Evaluation Results (Outer Model) 

Variable 
Outer 

loadiang 
(AVE) 

Cronbach's 
Alpha 

Fornell-
Larcker 

Criterion 

Composite 
Reliability 

Heterotrait 
Monotrait 

Ratio (HTMT) 

 

Information 

Organizational 
Culture (X2) 

>0.7 0.661 0898 0.813 0921 >0.90 
Valid and Reliable 

Incentive (X1) >0.7 0.713 0.87 0.845 0.908 >0.90 Valid and Reliable 

Performance (Y) >0.7 0.647 0.945 0.804 0.953 >0.90 Valid and Reliable 

Work Motivation (M) >0.7 0.726 0.812 0.852 0.888 >0.90 Valid and Reliable 

 
Evaluation of the Structural Model (Inner Model) 
 Evaluation of the structural model is carried out by looking at the value of 
R-Square, Q2predictive relevance value and VIF inner value. Based on testing the 
R-square value of the employee performance variable of 0.850 and the work 
motivation variable of 0.712. Q2 value of predictive relevanceequal to 0.469 and 
0.471 for the variables of employee performance and work motivation while the 
VIF inner values are all below 5.00. From the test results, it can be said that it is 
good and has a good value and there are no collinearity problems of all variables. 
The results of testing the empirical model of this study can be seen in the 
visualization of Figure 1. As follows: 

 

Figure 1. SEM-PLS Test Results 

Hypothesis Testing 
 Based on the research conceptual framework, hypothesis testing and 
modeling of the relationship between variables are carried out through two 
stages, namely (1) Testing the direct influence and (2) Testing the indirect effect 
(mediation). The results of testing the hypothesis can be explained as follows. 
 In the first hypothesis the path coefficient is-0.049. t statistic is smaller than 
t table (0.522 <1.98) and the p value is greater than α (0.602 > 0.05). Thus it can be 
concluded that H1 is rejected, this indicates that the incentives that have been 
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given so far are in the form of routine allowances and giving allowances on 
religious holidays as well as awarding certificates of appreciation from the 
leadership based on quarterly assessments. In addition, moral incentives are also 
carried out in the form of awards and praise from the leadership, all of which 
have not directly encouraged employees to perform better. 
 In the second hypothesis,path coefficient of 0.512. t statistic is greater than 
t table (4.899 > 1.98) and the p value is smaller than α (0.000 <0.05). Thus it can be 
concluded that H2 is accepted, which means that organizational culture has a 
positive and significant effect on employee performance. The organizational 
culture of BNN in Central Kalimantan Province has been internalized to all 
employees by socializing organizational values, leading as role models and strict 
regulations being applied to employees. 
 In the third hypothesis, the path coefficient is 0.037.t statistic is smaller 
than t table (0.474 <1.98) and the p value is greater than α (0.635 > 0.05). Thus it 
can be concluded that H3 is rejected, which means that incentives have no 
positive and significant effect on work motivation. Providing incentives based on 
assessments that are considered unfair and transparent ultimately cannot 
motivate employees to work. 
 In the fourth hypothesis, the path coefficient is 0.829.t statistic is greater 
than t table (16.227 > 1.98) and the p value is smaller than α (0.000 <0.05). Thus it 
can be concluded that H4 is accepted, which means organizational culture has a 
positive and significant effect on work motivation. The organizational culture of 
BNN in Central Kalimantan Province has been well internalized and will affect 
the atmosphere in the organization so that it creates work motivation for 
members of the organization. 
 In the fifth hypothesis, the path coefficient is 0.441.t statistic is greater than 
t table (3.656 > 1.98) and the p value is smaller than α (0.000 <0.05). Thus it can be 
concluded that H5 is accepted, which means that work motivation has a positive 
and significant effect on employee performance. Employees are motivated 
because they feel able to do something for other people and also feel they can do 
the job with their own abilities, this is what motivates employees to be able to 
perform better. 
 In the sixth hypothesis, the path coefficient is 0.016.t statistic is smaller 
than t table (0.449 <1.98) and the p value is greater than α (0.654 > 0.05). Thus it 
can be concluded that H6 is rejected, which means that incentives have no 
positive and significant effect on employee performance through work 
motivation. This shows that motivation cannot mediate the influence of 
incentives on employee performance. Providing incentives to employees, both 
concrete incentives and moral incentives in the form of awards and praise from 
superiors, does not affect employee performance improvement. 
 In the seventh hypothesis, the path coefficient is 0.365.t statistic is greater 
than t table (3,597 > 1.98) and the p value is smaller than α (0.000 < 0.05). Thus it 
can be concluded that H7 is accepted, which means that organizational culture 
has a positive and significant effect on employee performance through work 
motivation. Organizational culture is well understood by members of the 
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organization so that there will be an increase in employee motivation and will 
further increase employee performance. 
  
CONCLUSIONS AND RECOMMENDATIONS 

BNN Central Kalimantan Province has internalized organizational culture 
to employees, so that it influences work motivation and will further encourage 
employee performance improvement. Developing a team-oriented 
organizational culture but still developing a culture of healthy competition and 
giving rewards and punishments as well as making efforts to increase motivation 
in the form of award certificates, recommendations for participating in education 
and training, providing opportunities for promotion and directing and guiding 
the improvement of work implementation is necessary carried out to improve 
employee performance which will ultimately increase organizational 
performance. Providing employee incentives cannot motivate work and at the 
same time cannot improve employee performance. The results of this study 
cannot be generalized to other populations because they were only carried out at 
the Central Kalimantan Province BNN. Further researchcan improve the 
limitations of this study including by increasing the number of respondents, re-
examining the results of research that are not significant and including other 
variables that affect employee performance such as leadership and competency 
variables and adding mediating variables such as fairness in the influence of 
incentives on work motivation and employee performance. 
 



Kadir 

3240 
 

REFERENCES 

Al-Ayyubi, MS (2020). The Effect of Organizational Culture on Employee 
Performance Through Job Satisfaction as an Intervening Variable. 
GEMILANG: Journal of Management and Business Strategy, 1(1), 15–21. 

Ari, K., & Anwar, S. (2021). The Effect Of Leadership, Compensation, And 
Organizational Culture On Employee Performance At The Mother And 
Child Hospital "Fatimah" Lamongan. Eurasia: Economics & Business, 4(46). 
https://doi.org/10.18551/econeurasia.2021-04 

Brahmasari, IA (2008). The Effect of Organizational Culture and Work 
Motivation on Employee Commitment and Company Performance. DiE: 
Journal of Economics and Management, 5(1), 86–98. 
https://doi.org/10.30996/die.v5i1.31 

Byars, LL & Rue, LW (2008). Human resource management, New York: McGraw-
Hill Company 

Cardina, DS, & Country, DJ (2022). The Effect of Organizational Culture and 
Perceived Organizational Support on Innovative Work Behavior. 
Educational Science Gazette 51(2), 63–69. 

Creswell, JW (2010). Research design: qualitative, quantitative and mixed 
approaches. Yogyakarta: Student Library PT 

Darmawan, Andrey S., et al. "The Influence of Work Motivation and Work 
Ability on Employee Performance." Journal of Business Administration S1 
Universitas Brawijaya, vol. 1, no. 1, Apr. 2013, pp. 199-207. 

Darmawan, R., Azlina, N., & Hariyani, E. (2016). The Influence of Public 
Accountability, Clarity of Budget Targets, Decentralization and Internal 
Control Systems on Managerial Performance in SKPD Bengkalis Regency. 
Online Journal of Students of the Faculty of Economics, University of Riau, 
3(1), 792–806. 

Falk, RF, & Miller, NB, 1992. A Primer for Soft Modeling. Akron, Ohio: The 
University of Akron 

Febriani, E. (2023).The Influence of Incentives, Non-Financial Performance 
Measurement, and Work Stress on Employee Performance During the 
Covid-19 Pandemic at Private Public Hospitals. 1–23. 

Firanti, DA, Sulistiani, I., & Sary, MP (2021). The Influence of Organizational 
Culture on Work Motivation of Club K Members, Jakarta State University. 
Niara's Journal, 14(2), 15–25.https://doi.org/10.31849/niara.v14i2.5810 

Firdaus & Norawati, S., 2022. The Role of Motivation as a Moderator in Employee 
Performance Correlations. Publisher Adab Indramayu. 

Grace CL Chien, Iris Mao, Enkhzaya Nergui & Wanching Chang (2020): The 
effect of work motivation on employee performance: Empirical evidence 
from 4-star hotels in Mongolia, Journal of Human Resources in Hospitality 
& Tourism, DOI: 10.1080/15332845.2020. 1763766 

https://doi.org/10.31849/niara.v14i2.5810


East Asian Journal of Multidisciplinary Research (EAJMR)  

Vol. 2, No. 8, 2023: 3231-3244    

  3241 
 

Ghozali, I. and Latan, H., 2012. Partial Least Square: Concepts, Techniques and 
Applications of SmartPLS 2.0 M3. Semarang: Diponegoro University 
Publishing Agency 

Hamzah, MI, & Sarwoko, E. (2020). Leadership, organizational culture and 
performance: the mediating role of work motivation. Journal of Modernizing 
Economics, 16(1), 41–53. https://doi.org/10.21067/jem.v16i1.4775 

Jennifer A, Carsen. 2005. HR How to Employee Retention. Chicago: JD CCH 
Incorporated 

Jufrizen, J., Mukmin, M., Nurmala, D., & Jasin. H. (2021). Effect of Moderation of 
Work Motivation on the Influence of Organizational Culture On 
Organizational Commitment and Employee Performance. International 
Journal of Business Economics (IJBE), 2(2), 86-98. 

Kartiko A., Sanusi A., Harsono The Effect Of Leadership, Compensation, And 
Organizational Culture On Employee Performance At The Mother And 
Child Hospital "Fatimah" Lamongan; pp. 38-48 Language of the article: 
English 

Kusumawardani, A., Yuliani, F., Adianto., The Influence of Financial 
Compensation on Employee Performance. Journal of Public Policy, Volume 
11. Number 1, March 2020, pp. 1-58 

Lilyana, B., Theodore, A., The Effect of Compensation and Job Satisfaction on 
Employee Performance. Darmajaya Business Journal, Vol. 3 No. 1, January 
2017 

Liu, W., & Liu, Y. (2022). The Impact of Incentives on Job Performance, Business 
Cycle, and Population Health in Emerging Economies. Frontiers in Public 
Health, 9. https://doi.org/10.3389/fpubh.2021.778101 

Lumbantobing, R. (2019). Organizational Culture Moderates The Mediating 
Effect Of Motivation On The Influence Of Discipline And Incentives Toward 
Employees Performance. JIMEA : Scientific Journal of Economic 
Management and Accounting, 3(1), 214–220. 
https://doi.org/10.31955/mea.vol3.iss1.pp214-220 

Lili Nur Aeni, Repository UIN Professor Kiai Haji Saifuddin Zuhri is powered 
by EPrints 3 which is developed by the School of Electronics and Computer 
Science at the University of Southampton, 2021 

Mahendarto, A., Hadiyati, E., Halim, A., & Areas, R. (2023). Analysis of 
Incentives, Supervision, Motivation, and Employee Performance at the 
Office of Public Housing, Residential Areas and Transportation of Mojokerto 
Regency. 4(1), 94–106. 

Masykur, R., Septuri, & Setiawan, Y. (2019). The influence of organizational 
culture on the work motivation of teachers in the ar-raudah elementary 
school in Bandar Lampung. Al-Idah: Journal of Islamic Education, 9(June 
2019). 

Mejia Gomez, LR, Balkin, DB & Cardy, RL, 2008. Management: people, 



Kadir 

3242 
 

performance, change, New York: McGraw-Hill 

Mondy, RW, 2010. Human resource management, New Jersey: Prentice Hall 

Monika Septia Ningrum, Arya Samudra Mahardika, "Determinants of 
Managerial Performance in Regional Work Units (SKPD) in Kebumen 
Regency" in HUMMANSI Journal, Vol. 3 No. 1, Purwokerto: STIKOM Yos 
Sudarso Publisher. 2020, pp. 1-14 

Nauw, E., & Retawati, A. (2021). The Effect of Organizational Culture and 
Motivation on Employee Performance at PT. Grapari Telkomsel Palangka 
Raya. Journal of Science and Organizational Management, 2(2), 106–115. 
https://doi.org/10.52300/jmso.v2i2.2715 

Nidia, A. (2022). The Effect of Incentives and Work Facilities on Employee 
Performance at the Regional Tax and Retribution Management Agency of 
North Sumatra Province. Faculty of Economics, Islamic University of North 
Sumatra, 33(1), 1–12. 

Noor, M. (2021). Novelty/Novelty in Scientific Writing 
Thesis/Thesis/Dissertation. UNTAG FISIP ADMINISTRATION MIMBAR 
Semarang, 18(1), 14. https://doi.org/10.56444/mia.v18i1.2164 

Nawawi, H., 2005. Human Resource Management for Competitive Business. 
Fourth Printing. Yogyakarta: Gajah Mada University Press Publisher. 

Nabila tone. (2021). The Effect of Empowering Leadership on Employee 
Performance and Intrinsic Motivation (Studies in the government of the City 
of Palangka Raya). Journal of Science and Organizational Management, 2(1), 
15–29.https://doi.org/10.52300/jmso.v2i1.2909 

Prayitno, JH, Mawung, AS, & Syamsudin, A. (2020). The Influence of 
Competence, Incentives and Motivation on Employee Performance at the 
National Narcotics Agency of Central Kalimantan Province. Journal of 
Environment and Management, 1(2), 91-102 

Raya, RR (2022). The Influence of Incentives and Work Climate on Employee 
Performance Mediated By Work Motivation. 1–23. 

Raharjo, MB (2015).Analysis of the Factors Influencing the Readiness to 
Implement Accrual-Based Government Accounting Systems in Magelang 
Regency. Accounting Department, Yogyakarta Muhammadiyah University 

Rida Qotrotul, Ilham Adnansyah, & Nugi Mohammad Nugraha. (2021). The 
Effect Of Skills and Incentives on Employe Perform at RSUD Dr. Soekardjo 
Tasikmalaya. Management and Business Review, 51, 18–28 

Robbins, SP, & Judge, TA (2013). Organizational Behavior 15th Edition. In The 
Curated Reference Collection in Neuroscience and Biobehavioral 
Psychology. 

Sapta, IKS, Muafi, M., & Setini, NM (2021). The Role of Technology, 
Organizational Culture, and Job Satisfaction in Improving Employee 
Performance during the Covid-19 Pandemic. Journal of Asian Finance, 

https://doi.org/10.52300/jmso.v2i1.2909


East Asian Journal of Multidisciplinary Research (EAJMR)  

Vol. 2, No. 8, 2023: 3231-3244    

  3243 
 

Economics and Business, 8(1), 495–505. 

Sari, AP (2021). The Effect of Work Motivation on Organizational Citizenship 
Behavior and Employee Performance (Study at the Education Office of the 
City of Palangka Raya). Journal of Science and Organizational Management, 
2(1), 30–40. 

Shofwani, SA, & Hariyadi, A. 2019. Effects of Compensation, Motivation and 
Discipline on the Performance of Muria Kudus University employees. 
Journal of STIE Semarang Vol.11 February 2019 

Sawaludin. (2022). The Effect of Promotion and Incentives on Work Motivation 
at the Regional Secretariat of Musu Banyuasin Regency. Journal of Human 
Resource Management, Administration and Public Services, University of 
Bina Taruna Gorongtalo. Vol IX, Number 4, 2022 

Singarimbun, M. & Effendi, S., 2011. Survey Research Methods. Jakarta: LP3S. 

Sembiring, FL (2017). The Influence of Quality of Human Resources, Utilization 
of Information Technology and Internal Control Systems on the Reliability 
and Timeliness of Government Financial Reporting (Empirical Study on 
Padang City Government). Journal of Accounting, 1(1), 1–10. 

Soerjoatmodjo, GWL (2019). Managing Jayaman Jaya. Development Jaya 
University 

Solimun, 2013. Strengthening Research Methodology, General Structural 
Component Analysis-GSCA. Malang: Brawijaya University 

Sugiyono., 2006. Quantitative, Qualitative and R&D Research Methods. In 
Quantitative Research Methods, Qualitative And R&D. In UPT Library Book 
Collection, State University of Malang. 

Suryani, NL, & Kristianti, LS (2020). Influence of Incentives on Employee 
Performance at PT. Trimegah Mighty in Jakarta. JENIUS (Scientific Journal 
of Human Resource Management), 4(1), 96-104. 

Suryani, NL, & Setyawati, L. (2020). Human Resource Management. Scientific 
Journal 4(1), 96–105. 

Wahjoedi, T. (2021). The effect of organizational culture on employee 
performance mediated by job satisfaction and work motivation: Evident 
from SMEs in Indonesia. Management Science Letters, 2053–
2060.https://doi.org/10.5267/j.msl.2021.3.004 

Wasis, & Nurali. (2018). The Effect of Incentives on Employee Performance 
Mediated by Employee Work Motivation at PT Sedulur Guyub Rukun 
Pandanwangi Jombang. Dewantara Management and Business Research 
Journal, 01(01), 12–24. 

Werther, WB & Davis, K. (1996), Human resources and personnel management, 
McGraw Hill Inc, New York 

__________, 2009. Human Resource Management. Jakarta: Salemba Empat. 

https://doi.org/10.5267/j.msl.2021.3.004


Kadir 

3244 
 

https://ppid.bnn.go.id/konten/upload/2020/10/Laporan-Kinerja-BNN-
2021_final.pdf 

https://peraturan.bpk.go.id/Home/Details/177953/perka-bnn-no-12-tahun-
2018 

 

https://ppid.bnn.go.id/konten/unggahan/2020/10/Laporan-Kinerja-BNN-2021_final.pdf
https://ppid.bnn.go.id/konten/unggahan/2020/10/Laporan-Kinerja-BNN-2021_final.pdf
https://peraturan.bpk.go.id/Home/Details/177953/perka-bnn-no-12-tahun-2018
https://peraturan.bpk.go.id/Home/Details/177953/perka-bnn-no-12-tahun-2018

