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This study aims to determine the effect of 

employee maturity, work ability, work 

discipline and loyalty partially and 

simultaneously on the performance of 

employees work in the Kantor Pelayanan Pajak 

Madya Dua Jakarta Selatan II with a population 

of 118 people, and a study sample. of 54 people. 

The data analysis technique used is multiple 

regression analysis. Based on the analysis results 

obtained employee maturity has a not effect on 

the performance of employees work of the 

Kantor Pelayanan Pajak Madya Dua Jakarta 

Selatan II, this is supported by the results of t 

count analysis < t-table (0,379 < 2,010) at n = 54 

at 95% significance level 
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INTRODUCTION  
 The Indonesian country is currently dealing with a scarcity of high-
quality human resources. Indonesia's huge human resource base, if used 
effectively and efficiently, will help to accelerate sustainable national 
development. Quality education, the provision of numerous social services, 
and appropriate employment are all required for society to have reliable 
human resources. The true problem is to develop human resources capable of 
producing optimal performance in order to meet an organization's goals. 
Given the importance of human resources, every organization must pay 
attention to and manage the existence of employees in order to improve overall 
performance.  
 The Madya Dua South Jakarta II Tax Service Office is an integral part of 
the overall process of implementing development in the Capital Jakarta region 
in particular, as well as national development in general, with the goal of 
creating a just, prosperous, prosperous, independent, and dignified society. The 
success of the Madya Dua South Jakarta II Tax Service Office would not be 
possible without the assistance of state civil servants who have the capacity and 
capability in their respective fields of duty, transparency, professionalism, and 
accountability, which have been determined by considering the relationship 
between planning and the realization of output indicators (output), benefit 
indicators (outcome), and yield indicators (benefit). 
 
THEORETICAL REVIEW 

Mangkunegara (2009: 66) defined employee performance as the quantity 
and quality of work accomplished by someone in carrying out activities in 
accordance with the obligations assigned to them. Thus, it can be argued that 
performance is the consequence of sacrifices made in order to improve 
employee performance through discipline for maximum results. The first factor 
influencing employee performance is employee maturity. According to Suryana 
(2009: 88), maturity is defined as an individual's ability to govern and regulate 
themselves over the work for which they are responsible. Employee maturity is 
characterized by employees who still do not comprehend the organization's 
vision, mission, goals, and objectives, as well as those employees who are less 
patient when difficulties arise at work. The second variable assumed to 
influence employee performance is work ability. Previous study indicating the 
ability to alter performance includes studies by Ageng (2016), Saka (2014), and 
Septiani et al. (2015). According to Robbins (2001: 46), work ability is a mental 
ability required to do mental tasks. 

According to Tilaar (2002: 238), employee work ability refers to a set of 
knowledge tools that individuals possess that are required to support various 
areas of their job performance. Innateness, maturity, formation, interest, and 
independence are all factors that influence an employee's job aptitude. In 
relation to this, the reality at the Madya Dua South Jakarta II Tax Service Office 
shows that employees' work ability appears to be suboptimal; this could be due 
to employees' limited freedom in creating opportunities, and the areas of 
responsibility that are assigned to employees are not in accordance with their 
backgrounds.  
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The third variable influencing employee success is work discipline. 
Sudjana (2004: 135) defines discipline as a person's or group's desire to 
constantly follow / respect all of the rules / decisions that have been 
established. According to data recapitulation of the attendance of employees of 
the Intermediate Tax Service Office of Two South Jakarta II from January 2023 
to April 2023, the discipline of the majority of employees has shown a good 
category, as the level of absent employees is relatively small, at only 1.3% in the 
last two months. However, if employees who continue to be absent for no 
apparent reason, as well as those who are not at their desks during working 
hours, are not disciplined, the Madya Dua South Jakarta II Tax Service Office's 
discipline would suffer. 

The fourth factor influencing employee performance is loyalty. Danim 
(2003: 24) defines loyalty as a measure of the results received from a preset 
process and the energy produced. One technique to determine employee 
loyalty is through a leader's effective and efficient approach, with the eventual 
goal of ensuring that the message provided by the leader is clear and easily 
understood by employees. Employee loyalty at the Madya Dua South Jakarta II 
Tax Service Office is characterized by staff who are more loyal and fearful of 
superiors than they are of the organization itself.  

 
METHODOLOGY   

The research was carried out in the Office of Tax Services Madya Dua 

South Jakarta II Indonesia Stock Exchange Building, Tower 2, Jl. Jend. 

Sudirman, Senayan, Kec. Kabyoran Baru, South Jakarta City, Special Capital 

Region of Jakarta 12130. This study's population consists of 118 employees from 

the Madya Dua South Jakarta II Tax Service Office II. Using the Slovin formula 

with a population of 118 and a precision set or significance level of 0.1, the 

sample size in this study was: 

 
n  = 

     

      

 = 54 people. 

Questionnaires, interviews, observations, and documentation are some of 
the data collecting strategies. Likert scales are used as research instruments. 
Data analysis approaches employ data quality tests such as validity testing, 
reliability tests, classical assumption tests, multiple linear regression analysis, 
hypothesis tests, F tests, and determination coefficient tests.  
 
 
 

118 

118 0,12 + 1 
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RESULTS 
Data Quality Test  

1. Validity Test  

Testing the validity of the instrument can be seen in the column 

Corrected Item-Total Correlation. If the correlation number obtained is greater 

than the critic number (r-count > r-table) then the instrument is said to be 

valid. 

Table 1.1 
Validity test 

Variable Instrument r-count r-table Information 

Employee 
maturity (X1) 

1) K1 
2) K2 
3) K3 
4) K4 
5) K5 
6) K6 
7) K7 
8) K8 
9) K9 
10) K10 

0.420 
0.464 
0.570 
0.496 
0.682 
0.621 
0.566 
0.493 
0.532 
0.449 

0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 

Work ability 
(X2) 

1) KK1 
2) KK2 
3) KK3 
4) KK4 
5) KK5 
6) KK6 
7) KK7 
8) KK8 
9) KK9 
10) KK10 

0.618 
0.620 
0.532 
0.567 
0.805 
0.539 
0.642 
0.498 
0.801 
0.338 

0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 

Work 
Discipline 
(X3) 

1) DK1 
2) DK2 
3) DK3 
4) DK4 
5) DK5 
6) DK6 
7) DK7 
8) DK8 
9) DK9 
10) DK10 

0.551 
0.577 
0.434 
0.693 
0.685 
0.670 
0.678 
0.484 
0.757 
0.764 

0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 

Work 
Loyalty (X4) 

1) L1 
2) L2 
3) L3 
4) L4 
5) L5 

0.535 
0.589 
0.637 
0.531 
0.622 

0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 
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6) L6 
7) L7 
8) L8 
9) L9 
10) L10 

0.514 
0.656 
0.542 
0.608 
0.324 

0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 

Employee 
Performance 
(Y) 

1) KP1 
2) KP2 
3) KP3 
4) KP4 
5) KP5 
6) KP6 
7) KP7 
8) KP8 
9) KP9 
10) KP10 

0.650 
0.638 
0.828 
0.662 
0.827 
0.816 
0.647 
0.553 
0.775 
0.421 

0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 
0.268 

Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 
Valid 

 
Source : Research Results 2023 

2. Reliability Test  

 Reliability tests are used to verify whether the measuring device is 

dependable and consistent when the measurement is repeated. A questionnaire 

is considered reliable if Cronbach's Alpha is greater than 0.6. This demonstrates 

that the research data was declared reliable. 

Table 1.2 
Reliability Test 

Variable Cronbach’s 
Alpha 

Reliability 
Limits 

Information 

Employee maturity (X1) 
Work ability (X2) 
Work discipline (X3) 
Loyalty (X4) 
Employee Performance (Y) 

0.725 
0.746 
0.756 
0.730 
0.760 

0.6 
0.6 
0.6 
0.6 
0.6 

Reliable 
Reliable 
Reliable 
Reliable 
Reliable 

Source : 2023 Research Results 
 According to the data in table 1.2 above, the reliability test calculation 

results show that Cronbach's alpha in each column of the variable is greater 

than 0.6 (reliability limit), indicating that the instrument is reliable. 
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3. Classical Assumption Test  
a. Normality Test  

 
 

Figure 1.1 Data Normality Test Graph 
 

 Figure 1.1 shows that the data spreads around the diagonal line and 

follows its direction on the histogram graph, showing that the distribution 

pattern is normal. Based on the P-P plot graph, we can conclude that the 

regression model satisfies the normality assumption. 

b. Multicollinearity Test 
 

Table 1.3 
Multicollinearity Test 

Coefficientsa 

Model 

Collinearity Statistics 

Tolerance VIF 

1 Employee Maturity .813 1.230 

Work ability .579 1.726 

Work Discipline .498 2.007 

Loyalty .980 1.021 

a. Dependent Variable: KinerjaPegawai 
 
        Source: Research Results 2023 
 
 The tolerance value indicates that no independent variable has a 
tolerance value less than 0.10, implying that there is no correlation between 
independent variables or that multicollinearity does not exist. The results of 
calculating the variance inflation factor (VIF) demonstrate the same thing: there 
is no independent variable with a VIF value greater than 10. As a result, the 
regression model does not exhibit multicollinearity amongst independent 
variables. 
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c. Heteroscedasticity Test 
Testing the assumption of heteroscedasticity resulted in the regression 

model not exhibiting heteroscedasticity. In other words, the variance of 
residuals is identical across observations. Figure 1.2 shows the results of the 
heteroscedasticity test. 

 

 

 

 

 

 

Figure 1.2 Heteroscedasticity Test 

4. Uji Hypoplant  
a. Test t 

 The method in determining  the t  table uses the provision of a significant 
level of 5%, with df = n-k-1 (in this study df = 54 – 5 – 1 = 48), so that the 
table t value  of 2.010 is presented in table 1.4 as follows: 

 
Table 1.4 

Uji t 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 7.905 6.919  1.143 .259 

Employee Maturity .043 .113 .041 .379 .706 

Work ability .378 .127 .384 2.974 .005 

Work Discipline .412 .143 .400 2.872 .006 

Loyalty .001 .104 .001 .013 .989 

a. Dependent Variable: Employee Performance 
Source : Data processed 2023 

Based on the table above, it is known that  the calculated t  value of each 
independent variable partially affects the dependent variable, namely: 
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1. The employee maturity variable has a p-value (in the Sig. column) of 
0.706 > 0.05 means insignificant, while t count 0.379 < from t table 2.010 
means insignificant. This means that employee maturity does not affect 
employee performance. 

2. The workability variable has a p-value (in the Sig. column) of 0.005 < 0.05 
means significant, while t count 2.974 > of t table 2.010 means significant. 
This means that work ability has a positive and significant effect on 
employee performance.  

3. The labor discipline variable has a p-value (in the Sig. column) of 0.006 < 
0.05 means significant, while t count 2.872 > of t table 2.010 means 
significant. This means that work discipline has a positive and significant 
effect on employee performance. 

4. The loyalty variable has a p-value (in the Sig. column) of 0.989 > 0.05 
means insignificant, while t count 0.013 < of t table 2.010 means 
insignificant. This means that loyalty has no effect on employee 
performance. 

 
b. Uji F  

Table 1.5 
Simultaneous Test (F Test) 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 318.561 4 79.640 13.608 .000b 

Residual 286.772 49 5.852   

Total 605.333 53    

a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Loyalty, Work Ability, Employee Maturity, Work 

Discipline 
 Based on the F test or Anova test or simultaneous test above, F count is 
obtained at 13.608 at α = 5% or 0.05 with a significant level of 0.000 because the 
probability value (0.000) is much smaller than 0.05, the regression model can be 
used to predict that employee maturity (X1), work ability (X2), work discipline 
(X3) and loyalty (X4) as independent variables together (simultaneously) affect 
employee performance (Y). In other words, employee maturity (X1), work 
ability (X2), work discipline (X3) and loyalty (X4) simultaneously have a 
positive and significant influence on employee performance, because F calculate 
> F table which is 13.608 > 2.56. This means that if employee maturity (X1), 
work ability (X2), work discipline (X3) and loyalty (X4) are jointly applied in the 
organization, it will have an impact on increasing employee performance (Y), 
otherwise if employee maturity (X1), work ability (X2), work discipline (X3) and 
loyalty (X4) are not applied together, it will have an impact on decreasing 
employee performance (Y). 
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c. Coefficient of Determination Analysis (R2) 

Table 1.6 
Coefficient of Determination 

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .725a .526 .488 2.419 

a. Predictors: (Constant), Loyalty, Work Ability, Employee 

Maturity, Work Discipline 

    Source: Data processed 2023 

 The processed results in the table above show the value of the adjusted 
coefficient of determination (R2) (Adjusted R Square) of 0.526. This means that 
52.6% of the dependent variable (employee performance) is influenced or 
explained by independent variables, namely employee maturity, work ability 
and loyalty and the remaining 38.3% (100% - 52.6%) is influenced or explained 
by other variables outside the variables used in this study. 
 
5. Regression Equation Results  
 

Table 1.7 
Multiple Linear Regression Test 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 7.905 6.919  1.143 .259 

Employee Maturity .043 .113 .041 .379 .706 

Work ability .378 .127 .384 2.974 .005 

Work Discipline .412 .143 .400 2.872 .006 

Loyalty .001 .104 .001 .013 .989 

a. Dependent Variable: Employee Performance 
Source : Data processed 2023 

 The regression equation that has been formulated is carried out data 
processing so that the final equation is obtained, namely:   
                       

Y = 7,905 + 0,043X1 + 0,378X2 + 0,412X3 + 0,001X4 

 In this regression model, the value of the constant listed at 7.905 can be 
interpreted if the free variable in the model is assumed to be equal to zero or the 
independent variable in this case employee maturity, work ability and work 
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loyalty are applied, then employee performance will increase by 7.905 units. 

The value of regression coefficient 1 of 0.043 in this study can be interpreted 
that the employee maturity variable (X1) has no effect on employee 
performance (Y). This shows that when employee maturity is met, employee 
performance will not increase by 0.043 units. The value of regression coefficient 

2 of 0.378 in this study can be interpreted that the variable work ability (X2) 
affects employee performance (Y). This shows that when the work ability 
variable is met, employee performance will increase by 0.378 units. The value of 

regression coefficient 3 of 0.412 in this study can be interpreted that the 
variable of work loyalty (X3) has a positive effect on employee performance (Y). 
This shows that when the job loyalty variable is met, employee performance 

will increase by 0.412 units. The value of regression coefficient 3 of 0.001 in this 
study can be interpreted that the job loyalty variable (X4) has no effect on 
kinerja pegawai (Y). This shows that when the job loyalty variable is met, 
employee performance will not increase by 0.001 units. 
 
DISCUSSION 
The Effect of Employee Maturity, Work Ability, Work Discipline, and Loyalty 
on Employee Performance 

 Based on the calculation findings, it can be concluded that employee 

maturity, job ability, work discipline, and loyalty all have a favorable and 

significant impact on employee performance at the Madya Dua Tax Service 

Office, South Jakarta II. Thus, the findings of this study support the hypothesis 

that employee maturity, job ability, work discipline, and loyalty are all 

important factors in employee performance.  

Employee maturity, work ability, work discipline, and loyalty will have a 

favorable and significant impact on employee performance at the Madya Dua 

South Jakarta II Tax Service Office. This indicates that employee maturity, work 

ability, discipline, and loyalty are all key factors in boosting employee 

performance. It also demonstrates that the quantity of employee work exceeds 

the average, the quality of employee work is significantly higher, employee 

efficiency exceeds the average, employee quality standards exceed existing 

official standards, employees work harder than necessary, and employees 

maintain high professional standards. 

Employees' capacity to use common sense in carrying out good work 

and their precision in carrying out good work, Employee knowledge of the 

main job is good, as is employee ingenuity in carrying it out.  

 
The Effect of Employee Maturity on Employee Performance  

Part of the study's findings indicate that employee maturity has no effect 
on employee performance at the Madya Dua South Jakarta II Tax Service Office. 
This influence demonstrates that employee maturity does not correlate with 
employee performance; in other words, achieving employee maturity has no 
effect on good/high employee performance. This influence demonstrates that 
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employee maturity is not a significant factor in increasing employee 
performance at the Madya Dua South Jakarta II Tax Office. 

This is evident from the answers of respondents who on average do not 
agree that employees tend to accept what happens in life as a destiny that has 
been outlined by God, being themselves makes employees more comfortable 
and calm, employees always think positively by looking at the good side of 
every problem, when there are others criticizing employees, feel happy because 
they get input, and when there are other people bad-mouthing employees in 
front of the crowd, tend to be. 
 
The Effect of Work Ability on Employee Performance  

Partially, the results of this study show that work ability has a positive 
and significant effect on employee performance. In other words, the fulfillment 
of work ability at the Madya Dua South Jakarta II Tax Service Office will affect 
employee performance. This shows that work ability is very necessary and 
important to be applied at the Madya Dua South Jakarta II Tax Service Office.  

This is evident from the answers of respondents who on average agree 
that employees will continue to learn to improve their ability to work, 
employees must be able to think critically, logically and reasonably, employees 
are able to develop goals at work, employees must actively seek, be creative and 
initiative to add insight and knowledge  ,  Employees must dare to act and be 
responsible for problems that occur in the office, employees must have a 
creative attitude, employees will succeed in completing their work if they have 
good intellectual abilities, employees must give the abilities they have fully to 
the agency, the level of employee education affects their ability to Work, official 
must be able to create a sense of comfort for colleagues and their surroundings.  

When a spouse tells an employee about his problems, the employee tries 
to understand and understand what he wants. When others practice their 
religion, employees always respect them. When employees are given tasks or 
responsibilities, they complete them. When problems arise on a regular basis, 
employees tend to be steadfast in dealing with them. 
 
The Effect of Work Discipline on Employee Performance  

The findings of this study indicate that work discipline has a favorable 

and significant effect on employee performance at the Madya Dua Tax Service 

Office, South Jakarta II. Positive influence indicates that the influence of work 

discipline is in accordance with employee performance; in other words, the 

presence of good work discipline will affect good / high employee 

performance, whereas the absence of excellent work discipline would result in 

low / poor employee performance. The considerable influence demonstrates 

that work discipline is a crucial factor in boosting employee performance at the 

Madya Dua Tax Service Office in South Jakarta II. 

This is evident from the answers of respondents, who on average agree 

that diligence and craft on work will have a good effect on increasing discipline, 

honesty, thoroughness, and friendliness of employees means that employees 
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are disciplined, cooperation and mutual respect will increase discipline, work 

can be completed on time means that employees are disciplined, absenteeism as 

a benchmark for employees is disciplined, the amount of compensation will 

increase discipline. A beautiful workspace will increase employee discipline; 

the leader's firmness in taking action will affect both good and bad employee 

discipline; harmonious relationships among coworkers contribute to the 

creation of good discipline; and sanctions or punishments will stimulate the 

creation of good discipline. 

 
The Effect of Loyalty on Employee Performance 

Part of the study's findings indicate that job loyalty has no effect on 
employee performance at the Madya Dua Tax Service Office, South Jakarta II. 
This influence demonstrates that the effect of work loyalty is not proportional to 
employee performance; in other words, the presence of good work loyalty has 
no effect on good / high employee performance. This influence also 
demonstrates that work loyalty is not a significant factor in boosting employee 
performance at the Madya Dua South Jakarta II Tax Service Office. 

This is obvious from the replies of respondents, who on average do not 
agree that the placement of employees is in accordance with their educational 
background, the income earned by employees is in accordance with the rank 
they have, and employees are always on time in carrying out the work. 
Employees are glad and delighted to work for this agency, leaders have a policy 
of rewarding outstanding employees, employees always prioritize common 
goals over personal interests, and agencies provide welfare and social security 
guarantees to employees. 

This is evident from the answers of respondents who on average do not 
agree that the placement of employees is in accordance with their educational 
background, the salary received by employees is in accordance with the rank 
they have, employees are always on time in carrying out the work Given 
superiors, employees feel proud and happy to be employees in this agency, 
leaders have a policy of rewarding outstanding employees, employees always 
prioritize common interests above personal interests, agencies provide welfare 
/ social security guarantees to employees. Leaders constantly want to create an 
atmosphere at the agency that fosters mutual respect, respect, and devotion to 
superiors; if employees have issues, the boss wants to provide a solution; and 
the maturity acquired by employees is founded on the idea of justice. 
 
CONCLUSIONS AND RECOMMENDATIONS 

The conclusions and recommendations that can be offered in this study 
are: Employee maturity, job ability, work discipline, and loyalty all have a 
favorable and significant impact on employee performance at the Madya Dua 
South Jakarta II Tax Service Office, p This is supported by the results of the 
analysis F count > F-table (13.608 > 2.56) at n = 54, Employee maturity partially 
does not affect employee performance, this is supported by the results of the 
analysis t calculate t-table < (0.379 < 2.010), Work ability partially has a positive 
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and significant effect on employee performance, this is supported by the results 
of the t-count analysis > t-table (2.974 > 2,010), Work discipline partially has a 
positive and significant effect on  employee performance, this is supported by 
the results of the t-count analysis > t-table (2,872 > 2,010), Work loyalty partially 
does not affect employee performance at the Madya Dua Tax Service Office, 
South Jakarta II, this is supported by the results of the t-count analysis < t-table 
(0.013 < 2.010) at n = 54 at a significance level of 95%.  

 
FURTHER STUDY 

The study recommends that the Head of the Tax Service Office Madya 
Dua South Jakarta II continue to seek to retain employees who have a high 
organizational commitment in order to increase performance and generate loyal 
employees. The Madya Dua South Jakarta II Tax Service Office should establish 
positive connections among colleagues by supporting one another. 
 
REFERENCES 
 
Ageng Prawatya (2015),  Pengaruh Motivasi, Kemampuan dan disiplin kerja 

terhadap  kinerja Karyawan Pada PT. PLN Cabang Weleri 

Aldrianto Muhammad (2016), Pengaruh Disiplin dan Loyalitas Terhadap 

Kinerja Karyawan Pada PT. Kospermindo di Makasar 

Ali, A.Y.S., Dahie, A.M., dan Ali, A.A. (2016). Teacher Motivation and School 

Performance, the Mediating Effect of Job Satisfaction: Survey from 

Secondary Schools in Mogadishu. International Journal of Education and 

Social Science Vol. 3 No. 1; January 2016 

Amirullah, dan Hanafi, Rindyah. 2002. Pengantar Manajemen. Yogyakarta : 

Graha Ilmu.  

Anoraga, Panji. 2008. Psiklogi Kerja. Jakarta : PT. Rineka Cipta. 

Arikunto, Suharsimi. 2002. Prosedur Penelitian Suatu Pendekatan Praktek. 

Jakarta : Pt. Rhineka. Cipta.  

Bafadal, Ibrahim. 2003. Peningkatan Profesionalisme Pegawai Instansi Dasar. 

Jakarta. PT. Rineka Cipta 

Cross, T.M dan Lynch. R.R. (2002). Peniliaian dan Evaluasi Kinerja: Konsep dan 

Praktik. Jakarta. Penerbit Ghalia Indonesia 

Danim, Sudarman. 2003. Agenda Pembaharuan Sistem Instansi. Jakarta : 

Pustaka Bekerja.  



Tambunan, Panjaitan, Putra, Mayasari, Pane, Rahayu 

1290 

David, Fred, R. (2001). Manajemen Stratejik: Konsep dan Kasus. Edisi ke 9. 

Jakarta. Salemba Empat 

Depdikbud. 2000. Kamus Besar Bahasa Indonesia. Jakarta : Balai Pustaka. 

Dessler, Gary. (2007). Manajemen Sumber Daya Manusia (Jilid I). Jakarta : 

Indeks 

Fattah, Nanang. 2003. Landasan Keinstansi. Bandung : PT. Remaja Rodaskarya.  

Gardener, Howard. 2004. Teori Inteligensi Ganda dan Aplikasinya Di Instansi. 

Yogyakarta : Kanisius.  

Hasibuan, Melayu SP. 2003. Organisasi dan Motivasi. Jakarta : PT. Bumi 

Aksara.  

Mangkunegara, Anwar, Prabu. (2009). Evaluasi Kinerja SDM, Cetakan 4,  

Bandung : Refika Aditama 

Mathis, Robert L dan Jackson, Jhon H. 2002. Manajemen SDM. Jakarta : Salemba 

Empat.  

Murgianto, Sulasmi, S., dan Suhermin. (2016). Effects of Commitment, 

Competence, Work Satisfaction on Motivation and Performance of 

Employees at Integrated Service Office of east Java. International Journal 

of Advanced Research (2016), Volume 3, Issue -378-396 

Murty Salosa (2014), Pengaruh Disiplin dan Loyalitas Terhadap Kinerja 

Pegawai Pada Kantor Distrik Jayapura Utara Kota Jayapura 

Nair, P.P dan Ganesh, S.S. (2016). Effects of Motivation, Stress and 

Compensation Benefits on Employee Performance in IT Progessionals. 

International Journal of Advanced Research (2016), Volume 4, Issue 1, 

1349- 1357 

Nazir, Moh. 2009. Metode Penelitian. Jakarta : Ghalia Putra. 

Nurchayani, N.M dan Adnyani, I.G.A.D. (2016). Pengaruh Kompensasi dan 

Motivasi terhadap Kinerja karyawan dengan kepuasan Kerja sebagai 

Variabel Intervening. E-Jurnal Manajemen Unud, Vol. 5, No.1, 2016 

Purwanto, Ngalim. 2003. Psikologi Instansi. Bandung : PT. Remaja Rosdakarya. 

Riduwan. 2003. Skala Pengukuran Variabel-variabel Penelitian. Bandung : 

Alfabeta.  



East Asian Journal of Multidisciplinary Research (EAJMR)  

Vol. 3, No. 3, 2024:  1277-1292                                                                                

  1291 
 

Rivai, Veithzal dan Sagala, Ella Jauvani. (2009). Manajemen Sumber Daya 

Manusia Untuk Perusahaan : Dari Teori ke Praktek. Jakarta : PT. 

Rajagrafindo Persada 

Robbins S.P & Judge,T.A. 2007. Perilaku Organisasi. Buku 1 Edisi 12. 

Terjemahan Diana Angelica. Penerbit Salemba Empat. Jakarta 

Robbins, Stephen P. 2001. Perilaku Organisasi Jilid I. Yogyakarta : Aditya 

Media.  

Saeed, S., dan Syah, F.M (2016). Impact of Performance Appraisal on Employee 

Motivation in Islamic Banking. Arabian Journal of Business and 

Management Review (OMAN Chapter). Vol. 5, No.7; February 2016 

Safrida., Simbolon, R., Riana, Z., Pratama, I. (2023). PREVENTIVE, 

EDUCATION, AND REPRESSIVE STRATEGIES ON THE 

PERFORMANCE OF INDONESIAN GOVERNMENT CIVIL SERVANTS, 

WITH ANTI FRAUD SUPERVISION AS AN INTERVENTION. The 

Journal of Modern Project Management. 11 (1), 220-235. 

Saka Yulius (2014), Pengaruh Kemampuan dan Motivasi Terhadap Kinerja 

Pegawai Bagian Sekretariat Di Dinas Pekerjaan Umum Provinsi Bengkulu 

Sedarmayanti. (2004). Good Governance (Kepemerintahan Yang Baik), 

Bandung : Mandar  Maju.  

Sekaran, U., dan Bougie (2010), Research Methods for Busines. A Skill Building 

Approach. Fifth Edition. A John Wiley and Sons, Ltd, Publication 

Septiani Agustina Shafiah, Siswidiyanto, Wima Yudo Prasetyo (2015), Pengaruh 

Kemampuan dan Motivasi Terhadap Kinerja Pegawai Kantor Pelayanan 

Terpadu Lumajang 

Siagian, Sondang. (2008). Manajemen Sumber Daya Manusia (cetakan 15). 

Jakarta: Bumi Aksara 

Sink, R dan Tuttle, J.K. (2008). Evaluasi Kinerja. Jakarta: Indeks Kelompok 

Gramedia 

Soekartawi. 2005. Meningkatkan Efektivitas . Jakarta : PT Dunia Pustaka Jaya.  

Soeparwoto, dkk. 2005. Psikologi Perkembangan. Semarang. UPT MKK 

UNNES.  

Sudjana, Nana. 2004. Dasar-dasar Proses Bekerja . Bandung : Sinar Baru 

Algensindo.  



Tambunan, Panjaitan, Putra, Mayasari, Pane, Rahayu 

1292 

Sudjana. 2002. Metode Statistik. Bandung : Transito.  

Sugiyono. (2009). Metode Penelitian Kuantitatif dan Kualitatif dan R & D. 

Bandung : Alfabeta 

Suparno, Paul. 2003. Pegawai Demokrasi Di Era Reformasi Instansi. Jakarta : PT 

Gramedia.  

Supeno, Hadi. 2005. Potret Pegawai. Jakarta. Pustaka Sinar Harapan.  

Tilaar, H A R. 2002. Instansi Untuk Masyarakat Indonesia Baru. Jakarta : 

Grasindo.  

Uzer, Moh Usman. 2005. Menjadi Pegawai Profesional. Bandung : PT Remaja 

Rosdakarya. 


